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TRAINING PEER PARAPROFESSIONALS
IN CAREER SERVICES:
AN ANALYSIS OF CURRENT PRACTICES
ABSTRACT
This study examined how closely guidelines proposed by
Ender, Schuette, & Neuberger (1984) are being followed for
training of career services peer paraprofessionals and how
programs have changed since the mid 1980s.

Surveys were

sent to supervisors and peer paraprofessionals at 161
offices of career services at colleges and universities
throughout the United States.
Research questions were asked regarding (1) training
content,

(2) evaluation of paraprofessionals, and (3) form

of reimbursement for services.

It was concluded that

proposed guidelines are being implemented with regard to
compensation, but are not followed regarding methods of
evaluation.

Since the mid 1980s, some programs have

dissolved due to budget-related issues.
existing programs,

However, in

inclusion of multicultural relations as a

training topic has increased.
Further study is needed in the areas of individual and
program evaluation, particularly with regard to
discrepancies between peer and supervisor perceptions.

MELISSA JAYNE WHITT
HIGHER EDUCATION PROGRAM
THE COLLEGE OF WILLIAM AND MARY IN VIRGINIA
ix
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CHAPTER ONE
THE PROBLEM

INTRODUCTION AND NEED FOR PRESENT STUDY
Many recent societal and economic changes have resulted
in a growing need for expanded career services to students
in higher education.

As the cost of college increases and

the job market grows tighter (Elkins, 1975; Keller,
Piotrowski,

& Rabold, 1990), a college education is seen as

an investment for the future, yet a college degree no longer
ensures obtaining a job (Voien & Hughes, 1983).
As a result, many students feel increased pressure to
choose a major and decide on a career.

They are choosing

their majors and career paths earlier in their college
careers than ever before and are having more trouble with
the task of declaring a major.

Increased career options,

specialization within professions,

frequent changes in the

job market, and unstable economic factors associated with
many jobs

(Keller et al., 1990) have changed the conditions

under which young people make career decisions.

Earlier

intervention in the process is needed, particularly for
liberal arts students who tend to delay career planning
until their junior or senior year of school
1986).

In addition,

(Pickering,

increasing career planning and

development services to all students may help to decrease
college attrition rates

(Voien & Hughes, 1983) by increasing
2
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the sense of satisfaction and return on the educational
investment.
As the tightening job market has resulted in fewer
clear-cut career options students have had to spend more
time planning and developing careers.

At the same time,

career services offices have been asked to provide more
services with fewer resources due to cutbacks in funding to
higher education.

One response to this demand has been to

utilize students in delivery of career services, helping
their peers with career development and planning activities
(Kenzler, 1983).

Peer paraprofessionals also enhance

credibility as students often feel more comfortable seeking
the help of another student whom they feel has first-hand
knowledge of their student culture and the issues which
affect them (Brown, 1972).
While student paraprofessionals have become a popular
means of providing expanded services within existing
financial restraints, there are no formally accepted
standards regarding their performance and training as there
are for professionals in the field of career services.
Informally, peer paraprofessionals in career services, like
professionals in career services, are expected "to support
informed and responsible decision making"
Professional Conduct. 1990, p. 1).

(Principles for

Like professionals,

career services paraprofessionals are expected to have
knowledge about the field, the individual institution, and

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

the student population,

to employ appropriate skills without

imposing values or biases,

to maintain confidentiality, and

to promote the use of these principles
Professional Conduct. 1990).

(Principles for

Peer paraprofessionals also

are expected to demonstrate the skills that their office is
attempting to teach (Ender, Schuette,
For these reasons,

& Neuberger,

"a thorough cognitive and experiential

training program" is recommended (Presser, Miller,
1984, p. 322) .

1984).

Nevertheless,

& Rapin,

research has given little

attention to training practices to ensure that the above
expectations are being met, and no official training
standards for paraprofessionals exist.

As a result,

training runs the risk of being haphazard, inconsistent, and
ineffective.
Paraprofessionals have been shown to be generally
effective

(Brown, 1974; Brown & Zunker, 1966).

However,

quality of paraprofessional staff is the biggest determinant
of quality of paraprofessional services

(Carkhuff, 1971;

Johnston & Hansen, 1981; Leventhal, Berman, McCarthy,
Wasserman,

&

1976) and concerns have been raised regarding the

considerable variation in length, type, and intensity of
training of peer paraprofessionals.

Historically, a

complaint has been leveled that training is too short and
inconsistent

(Brown, 1972) and that more systematic

selection and training, more time spent in training,
improved methods of training

(Brown & Zunker, 1966; McKenzie
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& Manoogian-0'D e l l , 1988; Zunker, 1975), and improved means
of program evaluation are needed (McKenzie & Manoogian0'Dell, 1988).
Ender, Schuette, and Neuberger (1984) proposed
standards for selection, training, compensation, and work of
student paraprofessionals which have not been formally
adopted.

The Council for the Advancement of Standards for

Student Affairs Professionals mentions appropriate use of
paraprofessional programs in its standards for student
affairs professionals but has not endorsed a separate set of
standards for paraprofessionals.

PURPOSE
Throughout the 1980s, the use of peer paraprofessionals
in student affairs, and particularly in career development,
was on the rise.

This, combined with the need for further

study of and consistency in training practices for peer
paraprofessionals, led to the present study.

The purpose of

the present work is to examine the issue of peer
paraprofessional training, to evaluate peer programs in
relation to Ender, Schuette, and Neuberger's

(1984) proposed

guidelines for peer paraprofessionals, and to compare
findings with those of the comprehensive 1986 survey by
McKenzie and Manoogian-O'Dell
Manoogian-O'Dell

(1988).

McKenzie and

(1988) contributed significant information

on peer paraprofessional programs in career services by
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surveying supervisors of paraprofessionals.

The present

study surveyed supervisors and peer paraprofessionals
regarding training content, evaluation practices, and means
of compensation to peers.

This information was used to

ascertain (a) how closely proposed standards for
paraprofessionals in student affairs
are being followed,

(Ender et a l ., 1984)

(b) whether and in what ways program

traits and participants' perceptions have changed since the
McKenzie and Manoogian-O'Dell study in the mid 1980s, and
(c) whether perceptions of training and evaluation differ
between peers and supervisors.

It also examines differences

between respondents from large, medium, and small
institutions, and among peers according to form and rate of
compensation for their services.

RESEARCH QUESTIONS
To assess training standards and practices, three areas
were examined:

subject content of training, evaluation

practices, and reimbursement/compensation for services.
More specifically, answers to the following questions were
sought:
1.

Which of the following areas are addressed in
training?
a.

Student or human development theory

b.

Multicultural relations
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c.

Limits of the paraprofessional role and
subsequent referral techniques

2.

d.

Confidentiality

e.

Ethical issues

f.

Support skills

g-

Communication

h.

Goal setting

i.

Career development

Are the methods of paraprofessional evaluation
clear to the paraprofessionals?

3.

Is reimbursement offered and, if so, in what form
(e.g., course credit, salary, other)?

The next chapter reviews the literature on the subject
to date.

The status of research on the training of peer

paraprofessionals is assessed and the need for the present
study further defined.

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

CHAPTER TWO
REVIEW OF LITERATURE

PEER PARAPROFESSIONALS IN EDUCATION
The volume of literature on paraprofessional training
in career services is limited.

However, studies of

paraprofessionals in general education and in other areas of
higher education, coupled with the existing literature on
career services paraprofessionals, shed light on the issues
of paraprofessional effectiveness and training.
One study of peer paraprofessionals at the high school
level

(Cooker & Cherchia,

based on Carkhuff's
Carkhuff

1976) examined a training program

(1969) Helping and Human Relations.

(1969; 1971) has proposed a theory of helper

training, advocating that non-professionals can be trained
to be effective with clients in short interactions.
Carkhuff

(1969) found that effective training programs

utilize a variety of learning tools, including active and
experiential forms of learning.

Such effective training

programs focus first on core areas, then on program-specific
skills.

Helper training theory also recognizes that types

and lengths of programs affect training methods
1969, 1971).

In other words,

(Carkhuff,

training methods must be
8
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suited to program objectives and design.

Experiential

learning, modeling, and imitation are also central to this
theory (Carkhuff, 1971).

"If we want trainees to function

effectively in the helping role, then we must give them
plenty of practice in that role"

(Carkhuff, 1969, p. 161).

The philosophy of this theory of paraprofessional
helper training is as follows:
1.

Helping has the potential to be
beneficial or harmful;

2.

Helpers are most effective when they
possess a thorough knowledge of their
program area and are competent to act on
that knowledge;

3.

"Helpers from within the community
involved [are] more effective than
helpers from outside"

(Carkhuff, 1971,

p. 168).
In sum, this philosophy indicates that peers may be
helpful as they come from the community involved, but
without proper understanding and demonstration of skills,
which presumably are acquired through training, peers may
actually cause harm.

Thus adequate training is critical and

evaluation of peer training is essential.
Within post-secondary education,

interest in

paraprofessionals has been longstanding.

Peer

helpers/paraprofessionals have been used in higher education
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in various forms for centuries

(Materniak, 1984).

oldest paraprofessional role is that of tutor.

The

Tutors,

like

other modern peer paraprofessionals, are expected to know
their subject matter, apply the concepts, master skills,
model behaviors, and facilitate connections with students.
After tutors, Resident Assistants were the next peer
paraprofessionals to have a formal role within institutions
of higher education, and Resident Assistants remain the
largest group of peer paraprofessionals in higher education
today.

They serve as a link between the administration and

students, model behavior, provide information and referral,
perform clerical duties, and mediate conflicts
Ullom, & Werring,

(Winston,

1984).

Some benefits of using peer paraprofessionals are that
they enable extension of services, are generally
knowledgeable regarding student issues

(Hansen & Johnston,

1986), and are accessible and available.

The experience of

being a peer paraprofessional can also enhance a student's
own personal development

(Hansen & Johnston,

1986).

Furthermore, students tend to trust peer paraprofessionals
(Ender & Strumpf, 1984), who more naturally present material
at the appropriate level at which their peer students learn
(Whitman, 1988).
Finally, two of the most frequently cited reasons for
use of peer programs involve benefits to professional staff.
One is the cost-effective use of professionals' time (Ender,
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1984a; Hansen & Johnston,

1986; Materniak, 1984),

particularly during times of budget restraints
1975).

(Zunker,

The other is the increased professional satisfaction

of the professional staff whose time and energy can be
focussed more on high expertise tasks

(McKenzie & Manoogian-

0'Dell, 1988) .
At the college level, possible disadvantages to the use
of peer paraprofessionals include faculty objections to
peers as advisors, supervision problems, and subjectivity of
peers

(Habley, 1984).

Other concerns over the use of peer

paraprofessionals include decreased credibility, decreased
professional staff-to-student contact

(McKenzie & Manoogian-

O'Dell, 1988), time involved in training and supervision
(Kenzler, 1983; McKenzie & Manoogian-0'Dell, 1988; Zunker,
1975) , constraints on office space, high turnover, and
resulting frequency of training needs
O'Dell,

(McKenzie & Manoogian-

1988).

Nevertheless, as early as 1975, Zunker found in a
survey of student affairs divisions in higher education that
the majority of responding supervisors said that peers are
effective and they planned to continue using their services.
While the proportion of student affairs offices using
paraprofessionals changed little from 1975 to 1988
& Ender,

(Winston

1988), over the years peers have been utilized in a

greater variety of capacities within divisions of student
affairs with little consistency in type and length of

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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training.

Many supervisors believe that the number of

paraprofessionals and the variety of ways they are used will
continue to increase

(Ender & McFadden,

1980).

Peer helpers, peer advisors, and peer leaders may be
employed to work with students in groups, as well as
individually.

If peer-led groups are successful, presumably

the peers' training was successful.

As in career

counseling, assertiveness training led by peers has been
shown to be effective

(Perkins & Kemmerling,

1983).

Similarly, a peer-led eating disorders group in higher
education was studied and post-tests indicate that
significant behavioral changes resulted (Lenihan & Kirk,
1990).

Russel & Thompson (1987) find that students who

received peer helping were generally more involved in campus
activities and generally reported a more positive college
experience than did students who did not receive such peerhelping contact.
Whitman (1988) states,

"Although we know that much

human development takes place through the interaction of
peers, the nature of these interactions is not well
understood at the college level"

(p. 55).

One explanation

of the effectiveness of this peer interaction, according to
Barnett and Harris

(1984), is that peer counselors are more

likely to provide the instrumental responses that college
students prefer than are friends.

Furthermore, peers as

academic advisors can perform as well or better than
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professional staff.

They are rated higher by users on

interpersonal skills and rated as equal on information
level.

No differences in GPA or academic probation rate are

found in those advised by students and those by professional
staff.

Attrition rates are, in fact, lower for those

advised by another student

(Habley, 1984).

Easton, Platt, & Van House

(1985) evaluated the

effectiveness of a peer counseling program in higher
education.

They found that personal growth of the peers

enhanced the program's effectiveness by enhancing peer
commitment to the program.

Effectiveness was also enhanced

by detailed and frequent training and supervision.

It can

be reasoned that more frequent training may increase
motivation as well as increasing skills, all of which have
an impact on effectiveness.
In higher education, training and supervision of
student workers can be teaching tools to enhance the
opportunity for individual development
& Piper, 1987) .

(Ricci, Porterfield,

Student development theory can be

incorporated in training programs.

For example,

Chickering's student development theory can be applied to
training of peer helpers

(Ender, McCaffrey, & Miller, 1979),

and training can be structured so that challenging tasks
with some level of responsibility are included.

These tasks

more effectively enhance student development than do menial,
clerical tasks

(Barsi, Hand, & Kress, 1985).
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Student user evaluations of peers indicate positive
experiences.

Students reported a willingness to utilize

peer counseling services again, and said they would
recommend them to friends

(Frisz & Lane, 1987) .

This

positive finding holds true for most of the above-cited
studies, and there are indications that the peers themselves
benefit from the experience (Easton et al., 1985; Schuh &
Laverty,

1983).

There is some indication that preference

for a peer versus a professional counselor is influenced by
the nature of the presenting problem, with students
preferring professional counselors when in need of
specialized knowledge

(Spiegel, 1976).

Nevertheless, peer

services for screening and information delivery have been
proven effective.
Given that peer paraprofessionals are known to be
effective service providers, Ender & Winston (1984) suggest
six traits that are desirable for quality peer programs:
written program goals
focus on developmental needs of students and peer
paraprofessionals
written job descriptions
integration of recruitment, selection, and
training
systematic supervision
evaluation of staff and of program.
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Perhaps the single most important component of a peer
paraprofessional program is its training.

It is generally-

agreed that technical skills are more easily learned later
in training than are personal characteristics such as
leadership development

(Barsi, et al., 1985).

The majority

of training programs in higher education begin with core
training, then move to specific and technical skills

(Ender

& McFadden, 1980; Leventhal et al., 1976).
The most commonly used training methods for peer
paraprofessionals in higher education are as follows
(Delworth & Yarris,

1978):

lecture
books/literature
video/audio
modeling
discussion
group exercises/team building
group processes study
case studies
roleplays
simulation (like roleplays but more complex)
observation/site visits
supervised work experience
written work
skill training

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.
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Experienced peer leaders can also be invaluable in
mentoring new peer leaders

(Barsi et al., 1985) by assisting

in training, evaluating, and supervising new peer trainees
(Materniak, 1984) .

At Bradley University, new

paraprofessionals apprentice with graduating
paraprofessionals,

"shadowing" them in the Spring semester

before beginning work (Ender & Strumpf, 1984).

Similarly,

Queen's College of the City University of New York makes use
of "networking" by pairing a first semester peer with a more
experienced peer for roleplays and assistance in training
(Frisz, 1986) .
An element of debate in the training literature is over
the benefit of pre-service versus on-the-job or in-service
training.

Walker & Gill

(1980) at Whitworth College were

among the first to focus significant attention on the pre
service phase of training.

Habley (1984) recommends using

both pre-service and in-service training.
In a study of Resident Assistant training and stress,
findings indicate that training before beginning work can
significantly reduce self-reported levels of stress.
timing of training is a critical variable"
Buckner,

1984, p. 433) .

"The

(Winston &

It should be noted that levels of

stress may also be correlated with effectiveness ratings.
Waldo (1989) found that exposure to a peer-run
relationship enhancement group increased communication
skills,

citing that results may have been influenced by
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timing of training; groups led by peers who received
training early in the semester exhibited stronger gains than
groups whose peer leaders received training at the end of
the semester.
Ender & McFadden (1980) cite the need for "credible
training programs"

(p. 130), adding that such training

increases a program's acceptance.

They strongly advocate

providing the bulk of training for peers prior to their
beginning work as paraprofessionals.

PEER PARAPROFESSIONALS IN HIGHER EDUCATION-CAREER SERVICES
According to a 1986 survey of peer usage in career
services offices

(McKenzie & Manoogian-O'Dell, 1988) ,

smaller schools tend to utilize peers more heavily as they
have less staff and fewer resources.
of 96.00%,

With a response rate

the McKenzie and Manoogian-O'Dell survey is one

of the most beneficial research studies on the subject to
date.

Nine hundred career services administrators were

surveyed regarding the use of paraprofessionals.

Those

utilizing peer paraprofessionals were asked to report on all
aspects of their programs, such as selection criteria, job
description, supervision and evaluation of student staff,
and compensation for work.

While the authors anticipated a

larger number of programs in existence,

they did find a

continuing interest in paraprofessionals.
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Within career services, as within most divisions of
student affairs, minimum training hours for peers usually
depend on the job description(s), office needs, and the
student population itself
1988).

(McKenzie & Manoogian-O'Dell,

McKenzie and Manoogian-O'Dell

(1988) cite the

following criteria for "adequate" training:
1.

Require an hour or more of training
prior to beginning work;

2.

Require a minimum of 26 hours of on-thejob training;

3.

Require an hour or more per week of both
individual and group supervision;

4.

Require some form of evaluation of peer
performance.

Of the 161 institutions responding to the McKenzie and
Manoogian-O'Dell

(1988) survey, 24 programs

(15.00%) met the

above criteria.

Of these 24, 37.50% provide 11-25 hours of

pre-service training and 33.30% provide 26-40 hours of onthe-job training.

The authors concluded that few programs

surveyed provide "adequate" training and supervision or
evaluation (p. 6).
Additional research is needed regarding effectiveness
of training practices in general, and specifically for peer
paraprofessionals in higher education.

In 1975, Zunker

cited the need for further research in regards to
paraprofessional effectiveness.

A later survey at Elmira
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College found increases in knowledge of career planning and
placement and in proactive development after exposure to
career peer counselors

(Ash & Mandelbaum,

1982), and, while

subsequent studies seem to have demonstrated similar
findings of general effectiveness,

information on standards

for programs is still lacking (Hansen & Johnston, 1986).
Specifically,

it remains unclear as to the impact of

training on effectiveness

(Whitman, 1988) .

Other areas in

need of further research include satisfaction with training
and degree of developmental influence of training (Ricci et
al., 1987), training for ethical issues such as
confidentiality

(Lenihan & Kirk, 1990), personal development

of paraprofessionals, and effectiveness of selection
procedures

(Winston & Ender,

1988).

Another major area in need of research continues to be
program evaluation.

Winston and Ender

(1988) found 45.00%

of the institutions they studied lacked any formal program
evaluation, and Ender

(1984c) found that 45.00% of career

services supervisors surveyed do not conduct formal
evaluations.
McKenzie and Manoogian-O'Dell

(1988) found the

following regarding evaluation of paraprofessionals:
47

(28.80%) of the surveyed career services

supervisors conduct evaluations.
14 (8.50%) of the programs studied had no
evaluation component;
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26

(15.90%) use periodic interviews, final written

evaluations, and exit interviews.
46

(28.40%) use individual interviews with

paraprofessionals on a periodic basis;
8 (4.90%) use a final written evaluation;
4 (2.40%) use exit interviews;
47 (28.80%) use formal evaluations based on "preestablished goals and objectives"
Manoogian-O'Dell,

(McKenzie &

1988) .

Training components are areas that the 1988 McKenzie
and Manoogian-O'Dell study does not analyze in detail.
Length of training as it relates to paraprofessional
effectiveness in various programs and with different
variables have yet to be examined (Ender, 1984a; Ender,
1984b; Frisz & Lane,

1987) .

Ender (1984b) argues a need for

minimum standards regarding work duties and training of
student paraprofessionals.

This need is supported by others

who request guidelines on the development, training,
supervision, and evaluation of peer paraprofessionals
(Perkins & Kemmerling,

1983) and leads to the purpose of the

present study.

THEORETICAL FRAMEWORK
Steven Ender's work has long advocated the acceptance
of standards for paraprofessional programs.

According to

Ender (1984b), such standards can serve as a guideline for
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program direction and help to ensure quality conditions for
performance of staff, peer paraprofessionals, and students.
A certain consistency among programs also provides a
reference for evaluation and accreditation purposes.

Ender

advocates continued study of paraprofessional programs and,
particularly,

inquiry into the issue of standards.

addresses the following areas

He also

(Ender, 1984b):

1.

Purpose/Goals

2.

Human resources

3.

Programs,

4.

Facilities

5.

Financial and other resources

6.

Relationships with faculty and other groups

7.

Planning

8.

Evaluation

9.

Ethics

10.

Legal issues.

services, and activities

Ender's standards are suggestions only.

His purpose in

developing these was to generate "reaction, support, and
professional debate about the viability of developing a
standards statement that can guide paraprofessional practice
and programming"

(Ender, 1984b, p. 13).

On the subject of training, Ender (1984b) addresses the
need for pre-training and on-going training, covering both
general and task-specific skills.

Pre-training content

should include discussion of --
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the paraprofessional role
role modeling
support skills
student development theory
communication
goal-setting and assessment
resources and referrals
cross-cultural communications.
Ender (1984a) argues that the pre-service training
component currently used in most programs in sorely lacking.
Competency in skills in counseling, human interaction,
problem discrimination, assessment, and referral takes time
to develop, but too often pre-service training is short in
duration.

On-going training is needed to address specific

program objectives, policies, procedures, and ethical issues
(e.g., confidentiality).
Evaluation, according to Ender (1984b), is the major
weakness of paraprofessional programs.

Ongoing formative

evaluations and periodic formal reviews of paraprofessional
performance are necessary to ensure quality of services
provided by peers.

In addition,

too many programs lack

objective, criteria-based program evaluations
1984b).

(Ender,

To be truly helpful, program evaluations should

show how the program affects the institution and its mission
by examining the program's effect on student users and
paraprofessionals' use of institutional resources,
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satisfaction level, class performance, etc.

Finally, Ender

(1984b) states that compensation should be in some tangible
form.

In general, he advocates continued study of

paraprofessional programs and, particularly,

inquiry into

the issue of standards.

DISCUSSION
A number of studies
Harris,

(Ash & Mandelbaum,

1984; Easton et al., 1985; Habley,

1982; Barnett &
1984; Lenihan &

Kirk, 1990; Perkins & Kemmerling, 1983; Russel & Thompson,
1987; Waldo,

1989) show paraprofessionals in higher

education are utilized and are effective in a variety of
roles including in career services
McKenzie & Manoogian-O'Dell,

1988).

(Hansen & Johnston,

1986;

Paraprofessional

programs rose in popularity and research on them increased
in the early to mid 1980s.

However, since that time little

research has been conducted.

Furthermore, Ender recommended

training standards in the mid 1980s, yet to date no formal
guidelines have been adopted.

High turnover and frequency

of training are of particular importance to training
practices, because, even if peer helpers begin work in their
freshmen year of college, at most they will serve four
years.

There is also the possibility that school and other

pressures will interfere with their ability to continue
working; thus, high turnover is likely.
in peer workers,

The more turnover

the more new workers there are to be
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trained.

Therefore, effective and efficient training is

critical, particularly as high turnover may reduce the
chance to improve effectiveness with experience.
Furthermore, adequate training may also decrease the
turnover rate if peers feel a greater sense of efficacy.
With this in mind, the present study was designed to examine
the current state of peer paraprofessional programs in
career services,

focusing on standards for training,

evaluation, and compensation.
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CHAPTER THREE
PROCEDURES

EXPLANATION OF TERMS
Throughout this work the reader is asked to bear in
mind that the literature reviewed may refer to student
paraprofessionals by a variety of names, including
individual program names.

Some of the more generic terms

include "peer counselors," "peer advisors," "peer helpers,"
and "peer paraprofessionals."

The term peer

paraprofessionals will be used in the present work.

These

individuals will sometimes be referred to simply as "peers."
The lack of a single, accepted definition for peer
paraprofessionals has decreased the ability to generalize
regarding research findings and training practices
1984b).

(Ender,

Thus, for the purposes of this study, the following

definition is accepted:
Paraprofessionals:
Paraprofessionals are students who have been
selected and trained to offer educational services
to their peers.
These services are intentionally
designed to assist in the adjustment,
satisfaction, and persistence of students toward
attainment of their educational goals.
Students
performing in paraprofessional roles are
compensated for their services and supervised by
qualified professionals (Ender, 1984b, p. 10). The
present study further defines peer
25
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paraprofessionals as being undergraduate college
or university students.
The terms "supervision," "evaluation," and "recognition" are
defined for this study as follows:
Supervision:
Supervision consists of monitoring and guidance of
an individual's or group's performance in
fulfilling the responsibilities of the
paraprofessional role.
This is done for purposes
of instruction and assessment and is a means of
ongoing informal evaluation.
Evaluation:
Evaluation is the assessment of an individual's
performance to include the quality of his/her
performance in fulfilling the responsibilities of
the paraprofessional role.
This is often
accomplished on an informal basis through
supervision, and on a more formal basis through
periodic structured assessments or reviews.
Recognition:
Recognition is compensation in the form of
acknowledgement of services through means other
than monetary reimbursement or academic credit.
Recognition may occur by means of ceremonies,
recognition/award dinners, certificates of
appreciation, or other similar forms of
acknowledgement.

SAMPLE
Supervisors and peer paraprofessionals from offices of
career services, career development, or career planning and
placement at 161 two- and four-year, public and private
institutions of post-secondary education across the United
States were surveyed.
institutions,
universities.

Data was collected from a variety of

including liberal arts colleges and research
Institutions also ranged in size from an
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undergraduate student population of less than 5,000 to an
undergraduate population of 15,000 or more.
Questionnaires were submitted to 161 current
supervisors of career services peers
McKenzie and Manoogian-O'Dell

[the 163 identified by-

(1988) as having active

programs minus two entries duplicated in the earlier survey]
and to a subset of their career services peer
paraprofessionals
surveyed,

(2 peers from each of the 161 offices

for a total of 322 peers).

The McKenzie and Manoogian-O'Dell

(1988) study from

which this sample is drawn reports the breakdown of type for
these 161 institutions as follows:
50.6% were private, four-year institutions;
20.2% were public, four-year institutions;
18.5% were public Ph.D. granting institutions;
8.6% were private Ph.D. granting institutions;
2.4% were classified as "other."

INSTRUMENTATION
Questionnaires for both supervisors and peers were
designed for this study by making minor adaptations to the
survey questionnaire used by McKenzie and Manoogian-O'Dell
(1988).

[Used by permission of ACPA Media.]

in a multiple choice format.

The survey is

Open-ended questions were

added to elicit more general comments.

Sections of the

original survey which were not relevant to the present study

Reproduced with permission of the copyright owner. Further reproduction prohibited without permission.

28
were deleted and minor additions and changes of wording
made.

The instrument was pilot tested in the Fall of 1992

through the Office of Career Planning and Placement at a
public,

four-year institution of higher education in

Virginia.

This institution has an undergraduate student

population of approximately 17,000.

In response to feedback

from the pilot testing, minor revisions to wording were made
and a section added to the supervisor questionnaire
requesting the reasons for dissolution if programs are no
longer in existence.

(See Appendix for copies of surveys

and cover letters.)

HYPOTHESES AND RESEARCH QUESTIONS
Proposed guidelines

(Ender et al., 1984) were used as a

standard by which to compare programs.

It was expected that

many of these proposed guidelines are being implemented
informally, particularly regarding recommendations for
compensating paraprofessionals for their services.
The overall purpose of this study was to ascertain
answers to the questions which follow regarding consistency
and variability among training programs for peer
paraprofessionals in career services offices within
institutions of higher education in the United States.
Questions were selected based on Ender, Schuette, and
Neuberger's

(1984) suggested guidelines for paraprofessional

programs in higher education and are as follows:
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1.

Which of the following areas are addressed in
training?
A.

Student or human development theory

B.

Multicultural relations

C.

Limits of the paraprofessional role and
subsequent referral techniques

D.

Confidentiality

E.

Ethical issues

F.

Support skills

G.

Communication

H.

Goal setting

I.

Career development theory

Ender, Schuette, and Neuberger (1984) advise the following
in regard to training content:
Training

(Standards):

Training, at the minimum, must cover the following
areas if the paraprofessional is to be in a
position to implement student development
strategies for themselves and others.
Extensive
initial training and on-going in-service training
is recommended.
Areas of training include:
knowledge of the paraprofessional role; awareness
of self and the power of modeling behavior for
those students with whom they have contact;
community support skills; student (human)
development theory; communication skills and the
helping interaction; goals setting/behavioral
objectives; assessment skills and techniques;
cross-cultural relations; study skills'
techniques; knowledge of campus and community
resources and referral techniques. Other areas of
training should be added as determined by the
specific services provided to the student consumer
and the area of their work assignment (p. 100).
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Training

(Interpretations):

Areas of training, as outlined in the standards
statement comprise generic helping skills and
processes applicable to all peer helper training
programs. These areas would be best presented in
an academic course for credit and could be offered
by schools and colleges in education or the
liberal arts.
Potential departments offering
these courses would include counselor education,
psychology, home economics, sociology, and social
work.
It is suggested that individuals
responsible for training develop relationships
with faculty representing one or more of these
academic areas requesting their assistance in
developing the training curriculum and co-teaching
the training course.
Training through a course format is the ideal
method but may be impossible on many college
campuses. These standards would recommend some
sort of reimbursement for participation in
training.
If credit is impossible, other methods
similar to the reimbursement offered in the work
setting is recommended (money, room and board,
tuition waiver, etc.). Training should last a
minimum of 40 hours of student/trainer contact and
be offered utilizing many training methodologies
(didactic lectures, experiential learning,
roleplays, utilization of video and audio tape
feedback exercises, etc.). All programs should
also offer continuing in-service training programs
(p. 102) .
Are the methods of paraprofessional evaluation <
the paraprofessionals?
A.

What is being evaluated?

B.

How frequent are evaluations?

C.

What, if any, bearing do these evaluations
have on renewal or termination of the
paraprofessional role?
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The proposed guidelines

(Ender et al., 1984) suggest the

following regarding evaluation standards and
interpretations:
Evaluation

(Standards):

A clear statement of evaluation criteria should be
written and distributed to all paraprofessional
staff members.
They should know how, when, and by
what criteria they will be evaluated.
Evaluation
should be viewed and communicated as a
developmental learning opportunity and not as a
threat to one's self-esteem.
Evaluation should
take place at least twice during each academic
year.
The second of these evaluations should
determine whether or not a paraprofessional should
be continued on the staff for the following
academic year (pp. 104-105).
Evaluation

(Interpretations):

Informal evaluation sessions (formative) between
supervisors and paraprofessionals should take
place on a continuous basis.
The feedback which
would occur during these supervisory sessions
would be the result of supervisor observation,
client feedback and paraprofessional concerns for
individuals in the target population.
These
sessions could take the tone of mentoring between
the supervisor and paraprofessional focusing not
only on the program participants but also the
growth and development of the paraprofessional.
The two formal evaluation sessions would be
specifically designed to evaluate the
effectiveness of the paraprofessional.
These
evaluation sessions should focus on the objectives
outlined in the behavioral job description as
criterion for feedback.
The first of these
sessions would outline the strengths and
weaknesses in relationship to job performance.
Specific areas which need improvement should be
articulated to the paraprofessional.
Methods and
strategies to reach these performance levels
should be highlighted and discussed.
If at all
possible, a contract between the supervisor and
paraprofessional should be formulated outlining
the behavior to be changed, strategies for
changing it, and the date the change will be
completed.
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The second formal evaluation session should take
place near the end of the academic year for the
purposes of re-hiring for the next academic year
Success or failure in regards to the contracting
which took place in the first evaluation session
would have direct bearing on the outcome of
session two (p. 105).

3.

Is reimbursement offered, and, if so, in what form
(e.g., course credit, salary, other)?

Ender, Schuette, and Neuberger (1984) suggest the following
in regards to financial resources:
Financial and Other Resources

(Standards):

Student paraprofessionals must be rewarded for
their services as would anyone working in a
service area.
There are many reward alternatives.
Direct monetary payment; tuition remission; fee
waiver; room and board; and academic credit for
the services performed are examples of reward
options (p. 103).
Financial and Other Resources

(Interpretations):

The type of reimbursement will be dependent upon
such factors as institutional policy, nature of
the position, number of hours worked per week,
etc.
Regardless of these factors they should be
reimbursed fairly for their services.
If money is
the reward system utilized, minimum wage is
sufficient with possible increases for second and
third year staff members.
If the paraprofessional
is working under a volunteer status these services
should be recognized at award ceremonies,
documentation in permanent files, and
recommendations to future employers (p. 103) .
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EXPERIMENTAL DESIGN
1.

In October,

1992, questionnaires were sent to

supervisors at all 161 institutions
identified by McKenzie and Manoogian-O'Dell
(1988) as having peer paraprofessional
programs in career services.

These

supervisors were asked to complete the brief
questionnaire.

2.

Supervisors were also asked to distribute separate
questionnaires to two peer paraprofessionals from
their program who were asked to complete the
confidential questionnaire.

For ease of completion and to facilitate a high response
rate, instructions,

consent forms, and self-addressed,

stamped return envelopes were provided with each
questionnaire to reduce the burden on respondents, to ensure
confidentiality, and, therefore, to increase the likelihood
of response.

A response period of 15 days was allotted,

after which time non-responding supervisors and peers were
mailed another questionnaire with a follow up letter, again
requesting their participation.

If neither the supervisor

nor the peers had responded from an institution,

the

appropriate number of surveys were again sent through the
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supervisor, as in the initial mailing.

In cases in which at

least one peer responded but the supervisor did not, the
supervisor was sent only a supervisor questionnaire
requesting his/her response.

When the supervisor had

responded to the initial mailing and had supplied the peers'
addresses as requested,

follow up to the non-responding

peers was attempted by mailing surveys directly to these
addresses; this ensured confidentiality for the peers in
that their supervisor was not informed of their initial lack
of response.

DATA ANALYSIS
Percentages of respondents providing answers to the
research questions were determined and qualitative
comparisons conducted based on these percentages.

Results

are discussed and summarized in the final chapter according
to the five categories as detailed below.

1.

Responses of supervisors and paraprofessionals to
the research questions are compared with
guidelines for paraprofessionals proposed by
Ender, Schuette, and Neuberger (1984) to learn to
what degree these guidelines are being
implemented.
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2.

Supervisors'

responses to the research questions

in the present study were compared with responses
of supervisors from the McKenzie and ManoogianO'Dell

(1988) study to note any changes since the

1986 survey.

3.

Responses of supervisors and paraprofessionals to
the research questions are compared and
inconsistencies between the two groups' responses
noted.

4.

Responses of supervisors and peers were compared
by institutional size.

5.

Percentages of peer paraprofessionals' responses
were compared to see whether or not, or in what
way, peers' perceptions of training programs
differed depending upon means and rate of
reimbursement/compensation received for
participation in their respective peer
paraprofessional programs.

ETHICAL SAFEGUARDS AND CONSIDERATIONS
Accompanying the cover letters and questionnaires was
an informed consent form requesting participation and
explaining the nature of the study and safeguards for
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protecting confidentiality.
consent form.)

(See Appendix for copy of

Questionnaires were coded to track response

rate and to enable follow up while assuring anonymity of
responses.

Participants were assured that all responses

were confidential and were not associated with either
individual or institutional names.

Coding lists were

destroyed upon receipt of data.
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CHAPTER 4
SURVEY RESULTS

PART I
RESPONSE RATE
One hundred sixty-one supervisors of peer
paraprofessional programs were sent questionnaires.
the first mailing,

80

(49.69%) were returned.

After

The second

mailing yielded an additional 36 (22.36%) responses for a
total response of 116

(72.05%), leaving 45 (27.95%) who did

not respond to the survey.
respondents)

Sixty-six supervisors

(57.00% of

indicated they do have a practicing peer

paraprofessional program, and 50 (43.00% of respondents)
indicated they do not have a practicing program.
Three hundred twenty-two peer paraprofessional
questionnaires were sent
contacted).

(2 for each of the 161 programs

Eighty-seven (27.02%) were returned after the

initial mailing, and an additional 38 (11.80%) were returned
after the second mailing,

for a total of 125

responses out of the 322 surveys mailed.

(38.82%)

However, since 50

supervisors indicated they do not have a peer
paraprofessional program,
responses

this eliminates 100 possible peer

(two from each program) leaving a total of 222
37
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possible peer respondents.

Of these 222 possible

respondents, the actual 125 responses comprise 56.31%.
Thus, of the total peer surveys mailed. 38.82% were
received, and, eliminating 100 possible respondents based on
supervisors'

indications that programs do not exist, 56.31%

of possible peer respondents returned the surveys.
Survey results are presented in the remainder of this
chapter.

For each research question, responses are examined

as a group, by size of institution (student population less
than 5,000; student population of 5,000-14,999; student
population 15,000 and over), and, for peer paraprofessional
responses only, by method of reimbursement for their
services

($5.00 per hour or less; more than $5.00 per hour;

course credit; volunteer; stipend; other).
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PART II
RESULTS FROM ENTIRE SAMPLE
1.

WHICH OF THE FOLLOWING AREAS ARE ADDRESSED IN TRAINING?
This information is summarized in Tables 1 and 2.

A.

STUDENT OR HUMAN DEVELOPMENT THEORY?
Twenty-one

(31.82%) of the 66 supervisors who have

active peer paraprofessional programs stated that "student
development theory" is addressed in training.

Forty-three

(34.40%) of the 125 responding peers indicated it is
included in training.

B.

MULTICULTURAL RELATIONS?
Forty-four (66.67%) supervisors and 67 (53.60%) peers

indicated "appreciation of differences

(i.e., sexism,

racism, cross-cultural relations, etc.)" is addressed in
training.

C.

LIMITS OF THE PARAPROFESSIONAL ROLE AND SUBSEQUENT
REFERRAL TECHNIQUES?
Of the supervisors, 51 (77.27%) said "limits of the

paraprofessional role" are discussed in training, while 72
(57.60%) of the peers indicated this subject is addressed.
Forty-one

(62.12%) supervisors and 82

(65.60%) peers
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TABLE 1
Areas Addressed in Training
(Entire Sample)

TRAINING
AREA
STUDENT OR
HUMAN
DEVELOPMENT
THEORY
MULTICULTURAL
RELATIONS

NOTE:

SUPERVISOR
N=66

31.82%
66.67%

(21)
(44)

PEER
N=125

34.40%

(43)

53.60%

(67)

LIMITS OF THE
PARA. ROLE

77.27%

(51)

57.60%

(72)

REFERRAL
TECHNIQUES

62.12%

(41)

65.60%

(82)

CONFIDENTIALITY
&
ETHICAL ISSUES

77.27%

(51)

52.80%

(66)

SUPPORT SKILLS
&
COMMUNICATION

93.94%

(62)

90.40%

(113)

GOAL SETTING

45.45%

(30)

64.80%

(81)

CAREER
DEVELOPMENT
THEORY

68.18%

(45)

60.00%

(75)

Tables 1-26 list percentages of 'N' followed by
*n' in parentheses.
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TABLE 2
Areas Addressed in Training
(Discrepancies in Peer Responses)

TRAINING
AREA

ANTICI
PATED**

ACTUAL

DIFFERENCE
ANTICI ACTUAL

STUDENT OR
HUMAN
DEVELOPMENT
THEORY

33.60%
(42)

34.40%
(43)

- .008%
(-1)

MULTICULTURAL
RELATIONS

70.40%
(88)

53.60%
(67)

16.80%
(21)

LIMITS OF THE
PARA. ROLE

81.60%
(102)

57.60%
(72)

24.00%
(30)

REFERRAL
TECHNIQUES

65.60%
(82)

65.60%
(82)

0

CONFIDEN
TIALITY &
ETHICAL ISSUES

81.60%
(102)

52.80%
(66)

28.80%
(36)

SUPPORT
SKILLS
&
COMMUNI
CATION

99.20%
(124)

90.40%
(113)

8.80%
(11)

GOAL
SETTING

48.00%
(60)

64.80%
(81)

-16.80%
(-21)

72.00%
(90)

60.00%
(75)

12.00%
(15)

CAREER
DEVELOPMENT
THEORY
**NOTE:

"Anticipated" peer responses are based on the
assumption that two peers responded per every
supervisor response and that peer responses
matched those of their respective supervisor.
In
order to preserve confidentiality of responses, no
formal matching of supervisors and peers was
attempted.
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indicated that "referral techniques" are covered in
training.

D. & E.

CONFIDENTIALITY AND ETHICAL ISSUES?

Fifty-one

(77.27%) of the supervisors and 66 (52.80%)

of the peers said that "confidentiality and other ethical
issues" are covered in training.

F. & G.

SUPPORT SKILLS AND COMMUNICATION?

Sixty-two (93.94%) supervisors and 113

(90.40%) peers

stated that "communication, counseling, and support skills"
are taught in training.

H.

GOAL SETTING?
Thirty (45.45%) supervisors and 81 (64.80%) peers

indicated that "goal setting and assessment" are addressed
in training.

I.

CAREER DEVELOPMENT?
"Career development theory" is addressed in training

according to 45 (68.18%) supervisors and 75 (60.00%) peers.

2.

ARE THE METHODS OF PARAPROFESSIONAL EVALUATION CLEAR TO
THE PARAPROFESSIONALS ?
See Tables 3-8 for summaries of this section.
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A.

WHAT IS BEING EVALUATED?
Among supervisors as a group, none said they "do not

know" how peers are evaluated, and one
evaluation" is performed.

(1.52%) indicated "no

However, six (4.80%) of the peers

said they "do not know" on what basis they are evaluated,
while nine

(7.20%) said they receive "no evaluation."

To further assess if paraprofessionals clearly
understand which aspects of their behavior and performance
are being evaluated, the question of whether or not peers
receive a written job description was asked.

Thirty-one

(46.97%) of the supervisors indicated they provide peers
with written job descriptions, while 45

(36.00%) of the

peers indicated they receive a written job description of
some type.

Thirty-one

(46.97%) supervisors said they do

not give peers written job descriptions; seventy-five
(60.00%) peers said they do not receive written job
descriptions.

Four (6.06%) supervisors and five (4.00%)

peers did not respond to this question.

B.

HOW FREQUENT ARE EVALUATIONS?
Based on Ender, Schuette, and Neuberger's

(1984)

proposed guidelines and as defined in Chapter 3, supervision
is a continuous form of informal evaluation.

Therefore,

in

order to assess frequency of informal, formative
evaluations, respondents were asked the number of hours per
week peers are supervised.
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TABLE 3
Knowledge of Evaluation Procedure & Content
(Entire Sample)

SUPERVISOR
N=66
"DO NOT KNOW"

0

NO EVALUATION

1.52%

YES
NO

PEER
N=125
4.80%

(6)

(1)

7.20%

(9)

46.97%

(31)

36.00%

(45)

46.97%

(31)

60.00%

(75)

6.06%

(4)

4.00%

(5)

PEERS RECEIVE
WRITTEN JOB
DESCRIPTION

NO RESPONSE
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TABLE 4
Knowledge of Evaluation Procedure & Content
(Discrepancies in Peer Responses)

ANTICI
PATED**

ACTUAL

ANTICI ACTUAL

0

4.80%
(6)

-4.80%
(-6)

1.60%
(2)

7.20%
(9)

-5.60%
(-7)

YES

49.60%
(62)

36.00%
(45)

13.60%
(17)

NO

49.60%
(62)

60.00%
(75)

-10.40%
(-13)

NO RESPONSE

6.40%
(8)

4.00%
(5)

2.40%
(3)

"DO NOT KNOW"
NO EVALUATION

PEERS RECEIVE
WRITTEN JOB
DESCRIPTION

**NOTE:

"Anticipated" peer responses are based on the
assumption that two peers responded per every
supervisor response and that peer responses
matched those of their respective supervisor.
In
order to preserve confidentiality of responses, no
formal matching of supervisors and peers was
attempted.
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Results show that individual supervision for .5-5 hours
per week was reported by 30 (45.45%) supervisors and by 49
(39.20%) peers; supervision of 6-10 hours per week was
reported by four (6.06%) supervisors and by 19 (15.20%)
peers; supervision of 11-15 hours per week was reported by
two (3.03%) supervisors and by two (1.60%) peers; and
supervision of more than 15 hours per week was reported by
one (1.52%) supervisor and by two (1.60%) peers.
nine

Twenty-

(43.94%) of the supervisors and 53 (42.40%) of the

peers did not provide responses regarding individual
supervision.
Group supervision was reported to be .5-5 hours per
week by 37 (56.06%) supervisors and by 65 (52.00%) peers;
two (3.03%) supervisors but no peers reported group
supervision of 6-10 hours per week; two (3.03%) supervisors
but no peers reported supervision as occupying 11-15 hours
per week; and no supervisors or peers reported group
supervision of more than 15 hours per week.

Twenty-five

(37.88%) supervisors and 60 (48.00%) peers did not provide
any response regarding group supervision.

C.

WHAT, IF ANY, BEARING DO THESE EVALUATIONS HAVE ON
RENEWAL OR TERMINATION OF THE PARAPROFESSIONAL ROLE?
Twenty-six (39.39%) of the supervisors and 18

(14.40%)

of the peers indicated that continuation of the
paraprofessional role is contingent upon results of a final
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T A B LE 5

Frequency of Supervision
(Entire Sample)

INDIVIDUAL
SUPERVISION
.5-5

PEER
N=125

45.45%

(30)

39.20%

(49)

HOURS/WEEK

6.06%

(4)

15.20%

(19)

11 - 15 HOURS/WEEK

3 .03%

(2)

1.60%

(2)

MORE THAN 15
HOURS/WEEK

1.52%

(1)

43.94%

(29)

6-10

HOURS/WEEK

SUPERVISOR
N=66

NO RESPONSE

GROUP
SUPERVISION
.5-5

HOURS/WEEK

SUPERVISOR
N=66
56.06% (37)

HOURS/WEEK

3.03%

(2)

11 - 15 HOURS/WEEK

3.03%

(2)

6-10

MORE THAN 15
HOURS/WEEK
NO RESPONSE

0
37.88%

1.60%

(2)

42.40%

(53)

PEER
N=125
52.00%

(65)

0
0
0

(25)

48.00%

(60)
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TABLE

6

Frequency of Supervision
(Discrepancies in Peer Responses)

ANTICI
PATED**

ACTUAL

ANTICI ACTUAL

48.00%
(60)

39.20%
(49)

8.80%
(11)

6 - 10 HOURS/
WEEK

6.40%
(8)

15.20%
(19)

-8.80%
(-11)

11 - 15 HOURS/
WEEK

3.20%
(4)

1.60%
(2)

1.60%
(2)

MORE THAN 15
HOURS/WEEK

1.60%
(2)

INDIVIDUAL
SUPERVISION
.5-5

HOURS/
WEEK

1.60%
(2)

0

NO RESPONSE

46.40%
(58)

GROUP
SUPERVISION

ANTICI
PATED**

ACTUAL

ANTICI ACTUAL

59.20%
(74)

52.00%
(65)

7.20%
(9)

6 - 10 HOURS/
WEEK

3 .20%
(4)

-

0

11 - 15 HOURS/
WEEK

3.20%
(4)

0

3.20%
(4)

_

_

_

0

0

0

40.00%
(50)

48.00%
(60)

-8.00%
(-10)

.5-5

HOURS/
WEEK

MORE THAN 15
HOURS/WEEK
NO RESPONSE

**NOTE:

42.40%
(53)

_

-

4.00%
(5)

3.20%
(4)

"Anticipated" peer responses are based on the
assumption that two peers responded per every
supervisor response and that peer responses
matched those of their respective supervisor.
In
order to preserve confidentiality of responses, no
formal matching of supervisors and peers was
attempted.
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TABLE 7
"Is Continuation of the Paraprofessional Role Contingent
upon Results of Final Evaluation?"
(Entire Sample)

SUPERVISOR
N=66

PEER
N=125

YES

39.39%

(26)

14.40%

(18)

NO

24.24%

(16)

26.40%

(33)

NO RESPONSE

36.36%

(24)

59.20%

(74)

TABLE 8
"Is Continuation of the Paraprofessional Role Contingent
upon Results of Final Evaluation?"
(Discrepancies in Peer Responses)

ANTICIPATED*

ACTUAL

ANTICIPATED ACTUAL

YES

41.60%
(52)

14.40%
(18)

27.20%
(34)

NO

25.60%
(32)

26.40%
(33)

-.008%
(-1)

NO RESPONSE

38.40%
(48)

59.20%
(74)

-20.80%
(-26)

*NOTE:

"Anticipated" peer responses are based on the
assumption that two peers responded per every
supervisor response and that peer responses
matched those of their respective supervisor.
In
order to preserve confidentiality of responses, no
formal matching of supervisors and peers was
attempted.
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evaluation.

Sixteen (24.24%) of the supervisors and 33

(26.40%) of the peers indicated that continuation of the
role is not contingent on results of a final evaluation.
Twenty-four (36.36%) of the supervisors and 74 (59.20%) of
the peers did not answer this question.

3.

IS REIMBURSEMENT OFFERED, AND, IF SO, IN WHAT FORM
(e.g., COURSE CREDIT, SALARY, OTHER)?

(See Table 9 for

summary.)
Supervisors were asked to indicate what form of
reimbursement is offered to peer paraprofessionals.
one (46.97%) offer a salary.

Thirty-

Eighteen (27.27%) of the total

66 pay peers $5.00 per hour or less, and 13 (19.70%) pay
them more than $5.00 per hour.

Five

(7.58%)

indicated they

offer only course credit to paraprofessionals.

Eleven

(16.67%) have peers work on a volunteer basis.

Four

programs

(6.06%) offer a stipend alone; of these, one

provides $800 per semester, one provides $120 per year, one
provides $1600 per year, and one provides $500 for an
unspecified length of time.

Fourteen (21.21%) of the

respondents fall in the "Other" category, offering a
combination of forms of reimbursement

(e.g., volunteer plus

recognition, wage plus recognition, wage plus credit plus
recognition, stipend plus wage plus credit and/or
recognition).

(See Table 9 for a breakdown of "Other"

category responses.)

One (1.51%) of the 66 supervisors did
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TABLE 9
Methods of Reimbursement
(Supervisors' Responses from Entire Sample)

COMPENSATION

SUPERVISOR RESPONSE
N=66

Wage

46.97%

(31)

$5.00/hr or less

27.27%

(18)

> $5.00/hr

19.70%

(13)

7.58%

(5)

16.67%

(11)

6.06%

(4)

Course Credit
Volunteer
Stipend
Other

21.21%

(14)

Volunteer + Recognition

4.55%

(3)

Wage + Recognition

9.09%

(6)

Wage + Credit + Recognition

3.03%

(2)

Stipend + Wage + Credit &/or
Recognition

4.55%

(3)
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not provide information regarding means of compensation.
Peer paraprofessionals were not asked to report their means
or rate of compensation.
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PART III
RESULTS BY SIZE OF INSTITUTIONS • UNDERGRADUATE POPULATIONS
Supervisors were asked to indicate the "size of
undergraduate enrollment in Fall of 1991."

Of the 66

responding supervisors who have peer paraprofessional
programs, 56 (84.85%) indicated the size of their
institution; ten (15.15%) did not.
Thirty-four (60.71%) of these 56 supervisors indicated
the student population of their institution is less than
5,000.

Of a possible 68 peer responses from institutions

with populations less than 5,000

(34 supervisors x 2 peers =

68), 54 (79.41%) peer surveys were returned.
supervisors

Thirteen

(23.21%) indicated their institution has a

student population of between 5,000 and 14,999.

A possible

26 peers could respond (13 supervisors x 2 peers = 26) ;
nineteen (73.08%) of the 26 did respond.
supervisors

A total of nine

(13.64%) indicated their institutions' student

populations are 15,000 or greater.

A possible 18 (9

supervisors x 2 peers = 18) peers could respond from this
group; sixteen (88.89%) did respond.

1.

WHICH OF THE FOLLOWING ARE ADDRESSED IN TRAINING?
Tables 10 and 11 summarize this section.
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A.

STUDENT OR HUMAN DEVELOPMENT THEORY?
Supervisors in institutions having a student population

of less than 5,000 undergraduates reported discussing this
topic in training in 10 (29.41%) out of the possible 34
cases.

Peers in this group indicated learning about this

theory in 19 (35.19%) out of the 54 cases.
Among supervisors in institutions with student
populations of 5,000-14,999, four (30.77%) reported covering
this topic in peer training.

Six (31.58%) of the peers in

this group also reported that this theory is addressed in
training.
Five

(55.56%) of the supervisors from institutions with

undergraduate student populations of 15,000 or more
indicated that "student development theory" is addressed in
peer training.

Five (31.25%) of the peers from these

institutions also reported this.

B.

MULTICULTURAL RELATIONS?
Among supervisors from institutions with less than

5,000 undergraduates, 21 (61.76%) said they discuss
"appreciation of differences

(i.e., sexism, racism, cross-

cultural relations, etc.)" as part of peer paraprofessional
training.

Twenty-two (40.74%) of the peers from these

institutions also reported this.
Ten (76.92%) of the supervisors from institutions
having 5,000-14,999 undergraduates reported addressing this
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subject in training.

Eleven (57.89%) of their responding

peer paraprofessionals indicated they discuss "appreciation
of differences" during training.
Of supervisors from institutions having a population of
15.000 or more, seven (77.78%) teach this subject to their
peer paraprofessionals.

Eight (50.00%) of these

paraprofessionals indicated that they learn about it.

C.

LIMITS OF THE PARAPROFESSIONAL ROLE AND SUBSEQUENT
REFERRAL TECHNIQUES?
Twenty-eight

(82.35%) of the supervisors and 35

(64.81%) of the peers from institutions of less than 5,000
students reported discussing "limits of the paraprofessional
role" in peer training.

Nineteen (55.88%) of the

supervisors and 37 (68.52%) of the peers from these
institutions indicated that "referral techniques" are also
discussed in training.
Of the supervisors whose institutions have 5,000-14,999
undergraduate students, eight
taught in training.

(61.54%) said role limits are

Eleven (57.89%) of the peers in this

group indicated likewise.

Eight

(61.54%) supervisors and 14

(73.68%) peers also reported that "referral techniques" are
addressed in training.
Seven

(77.78%) supervisors and nine

(56.25%) peers at

institutions whose undergraduate student population is
15.000 or more reported discussing "limits of the
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paraprofessional role" during training.
supervisors and 10

Eight

(88.89%)

(62.50%) peers reported that "referral

techniques" are also discussed.

D. & E.

CONFIDENTIALITY AND ETHICAL ISSUES?

Twenty-seven

(79.41%) of the responding supervisors

from institutions of less than 5,000 students said that
"confidentiality and other ethical issues" are addressed in
training.

Thirty-one

(57.41%) peers from this group gave

the same response.
From institutions of 5,000-14,999 undergraduates, eight
(61.54%) of the supervisors cover these issues as part of
paraprofessional training.

Ten (52.63%) of the peer

paraprofessionals indicated they learn about these issues in
their training.
Seven (77.78%) supervisors from institutions of 15,000
or larger address confidentiality and ethical issues in
training.

However, only five

(31.25%) of the peers

indicated these topics are discussed in their training.

F. & G.

SUPPORT SKILLS AND COMMUNICATION?

All 34

(100%) of the supervisors from institutions of

less than 5,000 undergraduates teach "communication,
counseling, and support skills" to their paraprofessionals.
Forty-eight

(88.89%) of the peers indicated they learn about

these subjects.
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Ten (76.92%) supervisors from institutions of 5,00014,999 students discuss these topics.

Eighteen (94.74%) of

the peers from this group stated that these topics are
taught in training.
From institutions of 15,000 or larger, eight
supervisors reported teaching these skills.

(88.89%)

Fourteen

(87.50%) peers reported learning them.

H.

GOAL SETTING?
Sixteen (47.06%) supervisors from institutions of less

than 5,000 undergraduate students address the topic of "goal
setting and assessment" in paraprofessional training.
However,

forty-three

(79.63%) of their peer

paraprofessionals reported this subject as being part of
their training.
Six (46.15%) of the supervisors from institutions with
undergraduate populations between 5,000 and 14,999 reported
teaching their paraprofessionals about goal setting.

Ten

(52.63%) of the peers responding from these institutions
said they learn about goal setting during training.
Five

(55.56%)

supervisors from institutions with

populations of 15,000 or more discuss goal setting in
training.

Nine

(56.25%) peers in this group indicated the

topic is discussed in their training.
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TABLE 10
Areas Addressed in Training
(Supervisors' Responses by Institutional Size)

TRAINING
AREA

POPULATION
<5,000
N=34

POPULATION
5,000 14,999
N=13

POPULATION
15,000 OR >
N=9

STUDENT OR
HUMAN
DEVELOPMENT
THEORY

29.41%

(10)

30.77%

(4)

55.56%

(5)

MULTICULTURAL
RELATIONS

61.76%

(21)

76.92%

(10)

77.78%

(7)

LIMITS OF THE
PARA. ROLE

82.35%

(28)

61.54%

(8)

77.78%

(7)

REFERRAL
TECHNIQUES

55.88%

(19)

61.54%

(8)

88.89%

(8)

79.41%

(27)

61.54%

(8)

77.78%

(7)

COMMUNICATION

100%

(34)

76.92%

(10)

88.89%

(8)

GOAL SETTING

47.06%

(16)

46.15%

(6)

55.56%

(5)

CAREER
DEVELOPMENT
THEORY

79.41%

(27)

53.85%

(7)

66.67%

(6)

CONFIDENTIALITY
oc

ETHICAL ISSUES
SUPPORT SKILLS
OC
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TABLE 11
Areas Addressed in Training
(Peer Paraprofessionals' Responses by Institutional Size)

TRAINING
AREA

POPULATION
<5,000
N=54

POPULATION
5,000 14,999
N=19

POPULATION
15,000 OR >
N=16

STUDENT OR
HUMAN
DEVELOPMENT
THEORY

35.19%

(19)

31.58%

(6)

31.25%

(5)

MULTICULTURAL
RELATIONS

40.74%

(22)

57.89%

(11)

50.00%

(8)

LIMITS OF THE
PARA. ROLE

64.81%

(35)

57.89%

(11)

56.25%

(9)

REFERRAL
TECHNIQUES

68.52%

(37)

73.68%

(14)

62.50%

(10)

CONFIDENTIALITY
a
ETHICAL ISSUES

57.41%

(31)

52.63%

(10)

31.25%

(5)

SUPPORT SKILLS
a
COMMUNICATION

88.89%

(48)

94.74%

(18)

87.50%

(14)

GOAL SETTING

79.63%

(43)

52.63%

(10)

56.25%

(9)

CAREER
DEVELOPMENT
THEORY

62.96%

(34)

57.89%

(11)

62.50%

(10)
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1.

CAREER DEVELOPMENT?
From institutions having undergraduate student

populations of less than 5,000, 27 (79.41%) of the
supervisors and 34 (62.96%) of the peers reported that
"career development theory" is part of the paraprofessional
training curriculum.

Seven (53.85%) of supervisors and 11

(57.89%) peers from institutions with 5,000-14,999
undergraduates reported "career development theory" is
addressed in training.

Of those surveyed from institutions

having undergraduate student populations of 15,000 or
larger, six (66.67%) of the supervisors and 10

(62.50%) of

the peers reported discussing "career development theory" in
paraprofessional training.

2.

ARE METHODS OF PARAPROFESSIONAL EVALUATION CLEAR TO THE
PARAPROFESSIONALS ?
Refer to Tables 12-20 for summary of this section.

A.

WHAT IS BEING EVALUATED?

Student Population Less than 5,000
None of the supervisors in this group indicated they
"do not know" how peers are evaluated, and none said they
use no evaluation.

However,

four (7.41%) of the 54

responding peers in this group said they "do not know" how
they are evaluated, and two (3.70%) indicated they receive
no evaluation.
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Eleven (32.35%) of the 34 supervisors use written job
descriptions; twenty (58.82%) do not.

Sixteen (29.63%)

peers receive written job descriptions while 36

(66.67%) do

not.

Student Population 5,000-14,999
None of the thirteen supervisors in this group said
they "do not know" how peers are evaluated, but one
indicated no evaluation is used.

(7.69%)

Two (10.53%) of the 19

peers from this group said they "do not know" how they are
evaluated, and none said they receive no evaluation.
Ten (76.92%) supervisors use written job descriptions
and three (23.08%) do not.

Eleven (57.89%) of the 19 peers

said they receive written job descriptions, and 8 (42.11%)
said they do not.

Student Population 15,000 or Greater
None of this group's supervisors said they "do not
know" how peers are evaluated and none said that no
evaluation is used.

One (6.25%) of the 16 peers from this

group responded "do not know" to the question on how peers
are evaluated, and one
Four supervisors

(6.25%) said no evaluation is used.
(44.44%) distribute written job

descriptions, and four (44.44%) do not.

Eight

(50.00%)

peers receive written job descriptions, and seven (43.75%)
do n o t .
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TABLE 12
Knowledge of Evaluation Procedure & Content
(by Institutional Size - Student Population Less than 5,000)

SUPERVISOR
n=34

PEER
n=54

"DO NOT KNOW"

0

7.41%

(4)

NO EVALUATION

0

3.70%

(2)

PEERS RECEIVE
WRITTEN JOB
DESCRIPTION
YES

32.35%

(11)

29.63%

16)

NO

58.82%

(20)

6 6 .6 7 %

(36)

8.82%

(3)

3.70%

(2)

NO RESPONSE
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T A B LE 13

Knowledge of Evaluation Procedure & Content
(by Institution Size - Student Population of 5,000-14,999)

SUPERVISOR
N=13

PEER
N=19

"DO NOT KNOW"

0

NO EVALUATION

7.69%

(1)

YES

76.92%

(10)

57.89%

(11)

NO

23.08%

(3)

42.11%

(8)

10.53%

(2)

0

PEERS RECEIVE
WRITTEN JOB
DESCRIPTION

NO RESPONSE

0

0
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TABLE 14
Knowledge of Evaluation Procedure & Content
(by Institutional Size - Student Population
15,000 or Larger)

SUPERVISOR
N=9
"DO NOT KNOW"

0

NO EVALUATION

0

PEER
N=16
6.25%
6.25%

(1)
(1)

PEERS RECEIVE
WRITTEN JOB
DESCRIPTION
YES

44.44%

(4)

50.00%

(8)

NO

44.44%

(4)

43.75%

(7)

NO RESPONSE

11.11%

(1)

6.25%

(1)
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B.

HOW FREQUENT ARE EVALUATIONS?

Student Population Less than 5,000
Individual supervision in this population group was
reported as occurring .5-5 hours per week by 18 (52.94%) of
a possible 34 supervisors and by 24 (44.44%) of a possible
54 peers.

Supervision of 6-10 hours per week was reported

by two (5.88%) of the supervisors and by 11 (20.37%) of the
peers.

Supervision of 11-15 hours per week was not reported

by any of the supervisors but was reported by two (3.70%) of
the peers.

No supervisors or peers reported individual

supervision of more than 15 hours per week.

No response to

this question was given by 14 (41.18%) of the supervisors
and by 17 (31.48%) of the peers.
Group supervision of .5-5 hours per week was reported
by 19
peers.

(55.88%) of the supervisors and by 27 (50.00%) of the
Six to ten hours per week of group supervision

occurs, according to one (2.94%) of the supervisors and one
(1.85%) of the peers.

One (2.94%) of the supervisors

reported group supervision of 11-15 hours per week, while no
peers reported this.

Neither any supervisors nor any peers

reported group supervision of more than 15 hours per week.
Thirteen (38.24%) of the supervisors and 26 (48.15%) of the
peers did not provide information on group supervision.
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TABLE 15
Frequency of Supervision
(by Institutional Size - Student Population Less than 5,000)

INDIVIDUAL
SUPERVISION
.5-5
6-10

HOURS/WEEK
HOURS/WEEK

SUPERVISOR
N=34
52.94%

(18)

5.88%

(2)

PEER
N=54
44.44% (24)
20.37% (11)

11 - 15 HOURS/WEEK

0

3.70%

MORE THAN 15
HOURS/WEEK

0

0

NO RESPONSE

GROUP
SUPERVISION

41.18% (14)

SUPERVISOR
N=34

31.48%

(19)

HOURS/WEEK

2.94%

(1)

1.85%

11 - 15 HOURS/WEEK

2.94%

(1)

0

6-10

HOURS/WEEK

MORE THAN 15
HOURS/WEEK
NO RESPONSE

0
38.24%

(17)

PEER
N=54

55.88%

.5-5

(2)

50.00% (27)
(1)

0
(13)

48.15% (26)
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Student Population 5,000-14,999
In this population group,

individual supervision was

reported as being conducted for .5-5 hours per week
according to 5 (38.46%) of the 13 supervisors and by 8
(42.11%) of 19 peers.

It was reported to be 6-10 hours per

week by one (7.69%) of the supervisors and also by one
(5.26%) of the peers.

Individual supervision of 11-15 hours

per week was reported by one (7.69%) of the supervisors, but
none of the peers reported this frequency.
supervisor and one

One

(7.69%)

(5.26%) peer reported group supervision

of more than 15 hours per week.
supervisors and nine

Five (38.46%)

of the

(47.37%) of the peers did not provide

information regarding individual supervision.
As a group, supervision occurs for .5-5 hours per week
according to six (46.15%) of the supervisors and 11 (57.89%)
of the peers.

It lasts 6-10 hours per week according to one

(7.69%) of the supervisors, but none of the peers reported
this frequency.

Eleven to fifteen hours per week are

allotted according to one (7.69%) of the supervisors, while
none of the peers reported this.

No supervisors or peers

stated that group supervision requires more than fifteen
hours per week, and no response was provided by five
(38.46%) of the supervisors nor by eight

(42.11%) of the

peers.
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TABLE 16
Frequency of Supervision
(by Institutional Size - Student Population of 5,000-14,999)

INDIVIDUAL
SUPERVISION
.5-5

HOURS/WEEK

SUPERVISOR
N=13

PEER
N=19

38.46%

(5)

42.11%

(8)

HOURS/WEEK

7.69%

(1)

5.26%

(1)

11 - 15 HOURS/WEEK

7.69%

(1)

0

MORE THAN 15
HOURS/WEEK

7.69%

(1)

5.26%

(1)

38.46%

(5)

47.37%

(9)

6-10

NO RESPONSE

GROUP
SUPERVISION
.5-5

HOURS/WEEK

SUPERVISOR
N=13

PEER
N=19

46.15%

(6)

57.89%

6-10

HOURS/WEEK

7.69%

(1)

0

11-15

HOURS/WEEK

7.69%

(1)

0

MORE THAN 15
HOURS/WEEK
NO RESPONSE

0
38.46%

(11)

0
(5)

42.11%

(8)
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Student Population 15,000 or Greater
Of the nine supervisors and 16 peers in the group with
a student population of 15,000 or greater, individual
supervision was reported as lasting .5-5 hours per week by
two (22.22%) of the supervisors and by seven (43.75%) of the
peers.

It requires 6-10 hours per week according to one

(11.11%) of the supervisors and four (20.00%) of the peers.
Eleven to fifteen hours per week are used for individual
supervision according to one (11.11%) supervisor, but none
of the peers reported this frequency.

No supervisors or

peers reported individual supervision as lasting more than
15 hours per week.

Five

(55.56%) supervisors and five

(31.25%) peers did not provide responses to this question.
Group supervision was reported to occur .5-5 hours per
week by seven (77.78%) of the supervisors and by 12 (75.00%)
of the peers in this category.

No supervisors or peers

report group supervision of 6-10 hours per week, 11-15 hours
per week, or more than 15 hours per week.

Two (22.22%) of

the supervisors and four (25.00%) of the peers did not
provide responses to the question on group supervision.

C.

WHAT,

IF ANY, BEARING DO THESE EVALUATIONS HAVE ON

RENEWAL OR TERMINATION OF THE PARAPROFESSIONAL ROLE?
In response to the question "Is continuation of the
paraprofessional role contingent upon results of final
evaluation?" the following information was obtained.
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TABLE 17
Frequency of Supervision
(by Institutional Size - Student Population
15,000 or Larger)

INDIVIDUAL
SUPERVISION

SUPERVISOR
N=9

PEER
N=16

22.22%

(2)

43.75%

(7)

HOURS/WEEK

11.11%

(1)

25.00%

(4)

11 - 15 HOURS/WEEK

11.11%

(1)

0

.5-5
6-10

HOURS/WEEK

MORE THAN 15
HOURS/WEEK
NO RESPONSE

GROUP
SUPERVISION
.5-5

HOURS/WEEK

0
55.56%

0
(5)

SUPERVISOR
N=9
77.78%

(7)

31.25%

PEER
N=16
75.00%

HOURS/WEEK

0

0

11 - 15 HOURS/WEEK

0

0

MORE THAN 15
HOURS/WEEK

0

0

6-10

NO RESPONSE

22.22%

(2)

(5)

25.00%

(12)

(4)
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Student Population Less than 5,000
Sixteen (47.06%)

of the supervisors and seven (12.96%)

of the peers responded "YES," indicating renewal of the
paraprofessional role is contingent upon results of a final
evaluation.

Seven (20.59%) of the supervisors and 18

(33.33%) of

the peers responded "NO," indicating renewal of

the role is

not contingent upon results of a final

evaluation.

Eleven (32.35%)

supervisors and 29

(53.70%)

peers did not answer this question.

Student Population 5,000-14,999
Four (30.77%) supervisors and two (10.53%) peers in
this group responded "YES."

Four (30.77%) supervisors and

seven (36.84%) peers in this group responded "NO."

Five

(38.46%) supervisors and 10 (52.63%) peers did not respond
to this question.

Student Population 15,000 or Greater
Four (44.44%) of the supervisors and three

(18.75%) of

the peers in this group indicated that renewal of the peer
role is contingent on results of a final evaluation.
(44.44%) of

the supervisors and four (25.00%) of thepeers

indicated it is
evaluation.

Four

not contingent on results of a final

One (11.11%) supervisor and nine (56.25%) peers

did not answer this question.
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T A B LE

18

"Is Continuation of the Paraprofessional Role Contingent
upon Results of Final Evaluation?"
(by Institutional Size - Student Population Less than 5,000)
SUPERVISOR
N=34

PEER
N=54

YES

47.06%

(16)

12.96%

(7)

NO

20.59%

(7)

33.33%

(18)

NO RESPONSE

32.35%

(11)

53.70%

(29)

TABLE 19
"Is Continuation of the Paraprofessional Role Contingent
upon Results of Final Evaluation?"
y Institutional Size - Student Population of 5,000-14,99
SUPERVISOR
N=13

PEER
N=19

YES

30.77%

(4)

10.53%

(2)

NO

30.77%

(4)

36.84%

(7)

NO RESPONSE

38.46%

(5)

52.63%

(10)

TABLE 20
'Is Continuation of the Paraprofessional Role Contingent
upon S.esults of Final Evaluation?"
(by Institiutional Size - Student Population
15,000 or Larger)
SUPERVISOR
N=9

PEER
N=16

YES

44.44%

(4)

18.75%

(3)

NO

44.44%

(4)

25.00%

(4)

NO RESPONSE

11.11%

(1)

56.25%

(9)
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3.

IS REIMBURSEMENT OFFERED, AND, IF SO, IN WHAT FORM?
This question was asked of supervisors only.

Their

responses, according to institutional size, are summarized
in Table 21 and detailed below.

Student Population Less than 5,000
Of a possible 34 respondents in this category, 31
(91.18%) supervisors answered the question regarding
reimbursement/compensation.
offer a wage; twelve

Eighteen (58.06%) of these 31

(38.71%) pay their peer

paraprofessionals $5.00 per hour or less; and six (19.35%)
pay them more than $5.00 per hour.
course credit only, while three

Two (6.45%) provide

(9.68%) have peer

paraprofessionals serve on a volunteer basis.

None of the

supervisors in this group reported offering only a stipend,
but seven (22.58%) reported compensation which falls into
the "Other" category (e.g., volunteer + recognition, wage +
recognition, wage + credit + recognition, stipend + wage +
credit &/or recognition).

(See Table 21 for a breakdown of

responses in the "Other" category.)

Student Population 5,000-14,000
Of a possible 13 respondents in this category, all 13
(100%) supervisors answered this question with six (46.15%)
offering peers a wage.

Four (30.77%) provide $5.00 per hour

or less, and two (15.38%) provide more than $5.00 per hour.
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TABLE 21
Methods of Reimbursement
(Supervisors' Responses by Institutional Size)
COMPENSATION

<5,000
N=31

5,000-14 ,999
N=13

15,000 OR >
N=9

Wage

58.06%

(18)

46.15%

(6)

55.56%

(5)

$5.00/hr or less

38.71%

(12)

30.77%

(4)

11.11%

(1)

>$5.00/hr

19.35%

(6)

15.38%

(2)

44.44%

(4)

Course Credit

6.45%

(2)

15.38%

(2)

11.11%

(1)

Volunteer

9.68%

(3)

30.77%

(4)

Stipend

0

Other

22.58%

Volunteer + Recognition

3.23%

Wage + Recognition

12.90%

Wage + Credit + Recognition
Stipend + Wage + Credit &/or
Recognition

0
(7)
(1)

0
0

7.69%

(1)

7.69%

(1)

33 .33%

(3)

0

(4)

0

22.22%

(2)

3.23%

(1)

0

11.11%

(1)

3 .23%

(1)

0

0

57
Course credit is offered by two

(15.38%).

Four (30.77%)

have peers serve on a volunteer basis, and none offer a
stipend alone.

One

(7.69%) falls into the "Other" category.

(See Table 21.)
Student Population 15,000 or Greater
Of a possible nine respondents in this category, all
nine

(100%) of these supervisors answered the question

regarding reimbursement/compensation with five
providing a wage.

One (11.11%) pays $5.00 per hour or less,

and four (44.44%) pay more than $5.00 per hour.
(11.11%) offers course credit.

One

None have peers serve on a

volunteer basis, and none offer only a stipend.
(33.33%)

(55.56%)

fall into the "Other" category.

Three

(Responses in the

"Other" category reported by this group are included in
Table 21.)
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PART IV
RESULTS BY MEANS OF COMPENSATION
(PEER PARAPROFESSIONAL RESPONSES ONLY)
Means of compensation was determined by supervisors'
responses.

Fifty-one

(77.27%) of the total 66 supervisors

indicated the type of compensation used in their programs.
Fifteen (22.73%) did not provide this information.
Eighteen (35.29%) of the 51 responding supervisors
indicated they provide a wage

of $5.00 per hour or less;

thirty (83.33%) of a possible

36 peers who receive this

compensation responded to the survey.

Thirteen (25.49%) of

the 51 responding supervisors pay peers more than $5.00 per
hour; twenty-three

(88.46%) of a possible 26 peers who

receive this wage responded.

Five

(9.80%) of the

supervisors indicated they use course credit in their
programs, and 9 (90.00%) of a
group responded to the survey.

possible 10 peers in this
Eleven

(21.57%) of the

supervisors stated that their peer paraprofessionals work as
volunteers, and 18

(81.82%) of a possible 22 peers who serve

on a volunteer basis responded to the survey.

Four (7.84%)

of the supervisors offer a stipend only; of those
paraprofessionals receiving a stipend, six (75.00%) of a
possible eight responded.

Fourteen (27.45%) of the 51
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supervisors fall in the "Other" category of compensation
means, and 25

(89.29%) of a possible 28 peers from this

category responded.

Responses of the peer paraprofessionals

from each group are presented below.

1.

WHICH OF THE FOLLOWING ARE ADDRESSED IN TRAINING?
Table 22 summarizes information in this section.

A.

STUDENT OR HUMAN DEVELOPMENT THEORY?
Among peers receiving $5.00 per hour or less, 12

(40.00%) of 30 reported studying "student development
theory" in their training.

Seven (30.43%) of 23 who receive

more than $5.00 per hour said they cover this topic in
training.

Three

(33.33%) of the nine who receive course

credit also reported this.

Five

(27.78%) of the 18 who work

as volunteers reported studying "student development
theory."

Of those receiving a stipend,

three

(50.00%) of

the six reported the topic is covered, and in the

"Other"

category 7 (28.00%) of the 25 peers reported learning about
"student development theory" in their training.

The

breakdown of those in the "Other" category who reported that
student or human development theory is addressed in training
is as follows:

three

(75.00%) of 4 peers working as

volunteers plus receiving recognition; three (27.27%) of the
11 peers working for a wage plus recognition; none of the
four receiving a wage plus credit plus recognition; one
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(16.67%) of the six peers receiving a stipend plus wage plus
credit and/or recognition.

B.

MULTICULTURAL RELATIONS?
Seventeen (56.67%) of the 30 peers who receive $5.00

per hour or less reported learning about "appreciation of
differences

(i.e., sexism,

racism, cross-cultural relations,

etc.)" as part of their training.

Of those peers who work

for more than $5.00 per hour, 11 (47.83%) of the 23
indicated they discuss this.

Four (44.44%) of the nine who

receive course credit and eleven (61.11%) of the 18 who
serve on a volunteer basis reported discussion of this
subject occurs in their training.

Four (66.67%) of the six

receiving a stipend study this subject, and in the "Other"
category twelve (48.00%) of 25 peers reported this is a
training topic.

Those in the subgroups of the "Other"

category who indicated that topics related to multicultural
relations are addressed in training are as follows:

two

(50.00%) of four peers working on a volunteer basis and
receiving recognition; six

(54.55%) of 11 peers receiving a

wage plus recognition; two

(50.00%) of the four working for

a wage plus credit plus recognition; two (33.33%) of the six
peers who are given a stipend plus wage plus credit and/or
recognition.
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C.

LIMITS OF THE PARAPROFESSIONAL ROLE AND SUBSEQUENT
REFERRAL TECHNIQUES?
Limits:

or less, 16

Of peers receiving a wage of $5.00 per hour
(53.33%) of the 30 learn about "limits of the

paraprofessional role."

Of those receiving a wage of more

than $5.00 per hour, 14 (60.87%) of the 23 discuss role
limits.

Four (44.44%) of the nine receiving course credit

and 12 (66.67%) of the 18 who work as volunteers discuss
this topic in training.

Three

(50.00%) of the six peers

receiving a stipend reported this topic is discussed in
training.

Finally, in the "Other" category,

17 (68.00%) of

25 reported limits of their role as a training topic.

The

peers in the subgroups of the "Other" category who indicated
"limits of the paraprofessional role" are discussed in
training are as follow:

three (75.00%) of the four peers

who work as volunteers plus receive recognition; nine
(81.82%) of the 11 peers working for a wage plus
recognition; one (25.00%) of the four who receive a wage
plus credit plus recognition; four (66.67%) of the six peers
who are given a stipend plus wage plus credit and/or
recognition.
Referral:

Of peers earning $5.00 per hour or less, 22

(73.33%) reported discussing "referral techniques,"

and of

those earning more than $5.00 per hour, 11 (47.83%) reported
they discuss this topic.

Six (66.67%) of those earning

course credit and 13 (72.22%) who work as volunteers
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indicated "referral techniques" are discussed in training.
Five

(83.33%) of the peers who receive a stipend identified

"referral techniques" as a topic of training.
"Other" category,
training.

In the

18 (72.00%) recognized this as a topic of

Among the subgroups of the latter category,

matters of referral are reported as being addressed in
training by the following:

four (100%) of the peers working

as volunteers plus receiving recognition;

eight

the 11 who receive a wage plus recognition; two

(72.73%) of
(50.00%) of

the four who are given a wage plus credit plus recognition;
four (66.67%) of the six who work for a stipend plus wage
plus credit and/or recognition.

D. & E.

CONFIDENTIALITY AND ETHICAL ISSUES?

Fifteen (50.00%) of the peers working for a wage of
$5.00 per hour or less and seven (30.43%) of those working
for a wage of more than $5.00 per hour identified
"confidentiality and other ethical issues" as topics of
training.

Five

(55.56%) of those receiving course credit

and 10 (55.56%) who work as volunteers reported these topics
are taught.

Of peers receiving a stipend, three (50.00%)

said training includes these topics.
"Other" category,

Finally, in the

16 (64.00%) reported being trained on

issues of confidentiality and ethical issues.
"Other" category,

Within the

indications that these issues are included

in training are reported by the following:

two

(50.00%) of
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the peers working as volunteers and also receiving
recognition; eight

(72.73%) of the 11 peers working for a

wage plus recognition; two (50.00%) of the four who receive
a wage plus credit plus recognition; four (66.67%) of the
six who are given a stipend plus wage plus credit and/or
recognition.

F. & G.

SUPPORT SKILLS AND COMMUNICATION?

Of peers working for $5.00 per hour or less, 26
(86.67%)

indicated "communication,

counseling, and support

skills" are training topics in their programs.

Twenty

(86.96%) of those working for a wage of more than $5.00 per
hour reported this.

Eight

(88.89%) of those receiving

course credit and 17 (94.44%) of those working as volunteers
indicated support skills and communication are taught in
their training.
stipend and 23

All six (100%) of the peers who are given a
(92.00%) of the peers in the "Other" category

indicated that these topics are included in their training.
Number of peers among the subgroups in the "Other" category
responding in this fashion are as follows:

four (100%) of

the peers working as volunteers plus receiving recognition;
ten (90.91%) of the 11 who receive a wage plus recognition;
three

(75.00%) of the four working for a wage plus credit

plus recognition; all six (100%) of those receiving a
stipend plus wage plus credit and/or recognition.
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H.

GOAL SETTING?
Among peers who receive $5.00 per hour or less, 20

(66.67%) reported discussing "goal setting and assessment"
during their training.

Sixteen (69.57%) of those working

for a wage of more than $5.00 per hour reported this.

Seven

(77.78%) of those working for course credit and six (33.33%)
who work on a volunteer basis indicated goal setting is a
training topic in their programs.

Of those given a stipend,

three (50.00%) identified goal setting as a training topic,
and in the "Other" category 19
trained in this subject.

(76.00%) reported being

Study of goal setting among the

subgroups of the "Other" category was reported by the
following:

all four (100%) of the peers who work on a

volunteer basis and also receive recognition; nine (81.82%)
of the 11 who receive a wage plus recognition;

two (50.00%)

of the four who work for a wage plus credit plus
recognition; four (66.67%) of the six who are given a
stipend plus wage plus credit and/or recognition.

I.

CAREER DEVELOPMENT?
Among peers earning a wage of $5.00 per hour or less,

19 (63.33%)

indicated they are taught about "career

development

theory."

studied by 13

The subject was also reported as being

(56.52%) of those earning a wage of more than

$5.00 per hour.

Eight

(88.89%) peers working for course

credit and seven (38.89%) serving as volunteers reported
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T A B LE 2 2

Areas Addressed in Training
(Peer Paraprofessionals' Responses by Method of Reimbursement)
TRAINING
TOPIC

$5.00/HR
OR LESS
N=30

MORE THAN
$5.00/HR
N=23

COURSE
CREDIT
N=9

VOLUNTEER

STIPEND

OTHER

N=18

N=6

N=25

STUDENT/
HUMAN DEV
THEORY

40.00%

(12)

30.43%

(7)

33.33%

(3)

27.78%

(5)

50.00%

(3)

28.00%

(7)

MULTI
CULTURAL
RELATIONS

56.67%

(17)

47.83%

(11)

44.44%

(4)

61.11%

(11)

66.67%

(4)

48.00%

(12)

LIMITS OF
PARA. ROLE

53.33%

(16)

60.87%

(14)

44.44%

(4)

66.67%

(12)

50.00%

(3)

68.00%

(17)

REFERRAL
TECHNIQUES

73.33%

(22)

47.83%

(11)

66.67%

(6)

72.22%

(13)

83.33%

(5)

72.00%

(18)

CONFIDEN &
ETHICAL
ISSUES

50.00%

(15)

30.43%

(7)

55.56%

(5)

55.56%

(10)

50.00%

(3)

64.00%

(16)

SUPPORT
SKILLS &
COMMUNICA

86.67%

(26)

86.96%

(20)

88.89%

(8)

94.44%

(17)

(6)

92.00%

(23)

GOAL
SETTING

66.67%

(20)

69.57%

(16)

77.78%

(7)

33.33%

(6)

50.00%

(3)

76.00%

(19)

CAREER DEV
THEORY

63.33%

(19)

56.52%

(13)

88.89%

(8)

38.89%

(7)

66.67%

(4)

64.00%

(16)

100%
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discussing "career development theory" in their training.
Among peers receiving a stipend, four (66.67%) learn about
"career development theory" in their training, and 16
(64.00%) peers in the "Other" category learn about this
topic.

Subgroups of peers in the "Other" category who

reported that "career development theory" is addressed in
training are as follows:

three (75.00%) of the four peers

who serve as volunteers plus receive recognition; six
(54.55%) of the 11 peers who work for a wage plus
recognition; three

(75.00%) of the four who receive a wage

plus credit plus recognition; four (66.67%) of the six who
are given a stipend plus wage plus credit and/or
recognition.

2.

ARE THE METHODS OF PARAPROFESSIONAL EVALUATION CLEAR TO
THE PARAPROFESSIONALS?
See Tables 23-26 for summaries of this section.

A.

WHAT IS BEING EVALUATED?

$5.00 Per Hour or Less
None of the peers in this group responded "do not know"
to the question regarding awareness of evaluation, yet 11
(36.67%) said they receive no evaluation.

Fourteen (46.67%)

peers indicated they receive written job descriptions;
sixteen (53.33%)

indicated they do not receive them.
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More than $5.00 Per Hour
Two

(8.70%) of the peers in this category indicated

they "do not know" how they are evaluated; four (17.39%)
said no evaluation is used in their program.

Seven (30.43%)

indicated written job descriptions are part of their
program; fifteen
descriptions.

(65.22%) do not utilize written job

One (4.35%) did not answer the question

relating to job descriptions.

Course Credit
One

(11.11%) of the peers responded "do not know" to

the question on awareness of evaluation procedures, and none
said their program has no evaluation component.

Two

(22.22%) peers receive a written job description, and seven
(77.78%) do not.

Volunteer
Three

(16.67%) of the 18 peers in this category

responded "do not know" to the question on evaluation; two
(11.11%) said they receive no evaluation.

Three (16.67%) of

the 18 receive a written job description; fourteen (77.78%)
do not.

One

(5.56%) did not answer the job description

question.
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Stipend
None of the peers responded "do not know" to the
question on evaluation; one
is used.

(16.67%)

indicated no evaluation

All six (100%) of these peers indicated that

written job descriptions are not provided.

Other
Two (8.00%) of the peers in this group responded "do
not know" when asked about how they are evaluated, but none
of the peers said their program has no evaluation component.
Twelve (48.00%)

indicated they receive written job

descriptions, while 11 (44.00%)
receive them.

indicated they do not

Two (8.00%) did not provide any information

on the use of job descriptions.

Breakdown of the "Other" Category:
Other - Volunteer plus Recognition
Four (66.67%) of a possible six peers whose programs
use volunteers and also provide recognition responded.

One

(25.00%) of these four peers responded "do not know" when
asked on what basis peers are evaluated, and none said they
receive no evaluation at all.

Two (50.00%) peers receive

written job descriptions, and two (50.00%) do not.
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Other - Wage plus Recognition
Eleven (91.67%) of a possible 12 peers who receive a
wage plus recognition responded.

When asked on what basis

they are evaluated, one (9.09%) of these 11 peers responded
"do not know," and none said they receive no evaluation.
Six (54.55%) peers receive written job descriptions,
(36.36%) peers do not, and one

four

(9.09%) did not answer this

question.

Other - Wage plus Credit plus Recognition
A total of four students receive a wage plus credit
plus recognition, and all 4 (100%) responded.

None of these

peers responded "do not know" to the question on evaluation,
and none said no evaluation methods are implemented.

Two

(50.00%) peers stated that they receive written job
descriptions, and two (50.00%) stated that they do not.

Other - Stipend plus Wage plus Credit and/or Recognition
Five (83.33%) of a possible six peers responded.

One

(20.00%) of these marked "do not know" when asked about
means of evaluation, and none said no form of evaluation is
utilized.

Two

(40.00%) of the five peers said they receive

written job descriptions; three

(60.00%) said they do not

receive them.
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TABLE 23
Knowledge of Evaluation Procedures & Content
(Peer Paraprofessionals' Responses by Method of Reimbursement)

$5.00/HR
OR LESS
N=30
"DO NOT
KNOW"

0

NO EVAL.

36.67%

YES
NO

MORE THAN
$5.00/HR
N=23

COURSE
CREDIT
N=9

VOLUNTEER

STIPEND

OTHER

N=18

N=6

N=25

8.70%

(2)

11.11% (1)

16.67%

(3)

(11)

17.39%

(4)

0

11.11%

(2)

46.67%

(14)

30.43%

(7)

22.22%

(2)

16.67%

(3)

53.33%

(16)

65.22%

(15)

77.78%

(7)

77.78%

(14)

4.35%

(1)

5.56%

(1)

0
16.67%

8.00%
(1)

(2)

0

RECEIVE
WRITTEN
JOB
DESCRIP
TION

NO
RESPONSE

0

0

0
100%
0

(6)

48.00%

(12)

44.00%

(11)

8.00%

(2)
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B.

HOW FREQUENT ARE EVALUATIONS?

$5.00 per Hour or Less
Thirty (83.33%) of a possible 36 peers receiving $5.00
per hour or less responded.

Eleven (36.67%) of the peers

have individual supervision of .5-5 hours per week; six
(20.00%) have individual supervision of 6-10 hours per week;
and two (6.67%) have supervision 11-15 hours per week.
reported it occurring more than 15 hours per week.

None

Eleven

(36.67%) did not answer the question on individual
supervision.
Sixteen

(53.33%) peers receive group supervision .5-5

hours per week.

None in this category indicated receiving

group supervision of more than 5 hours per week.

Fourteen

(46.67%) did not answer this question.

More than $5.00 per Hour
Twenty-three

(88.46%) of the possible 26 peer

respondents in this category returned the survey.

Nine

(39.13%) of these reported supervision of .5-5 hours per
week individually; two (8.70%) reported 6-10 hours per week
of individual supervision; no peers stated individual
supervision takes place 11-15 hours per week; one

(4.35%)

reported it requires more than 15 hours per week.

Eleven

(47.83%) did not answer this question.
Eight

(34.78%) of the peers in this group reported

group supervision of .5-5 hours per week.

None in this
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category reported group supervision of more than 5 hours per
week.

Fifteen (65.22%) did not respond to the question of

group supervision.

Course Credit
Nine

(90.00%) of a possible 10 peers responded in this

category.

Four (44.44%) reported individual supervision of

.5-5 hours per week.

Two

individual supervision of

(22.22%) of the peers reported
6-10 hours per week.

None

indicated it requires more than 10 hours per week.

Three

(33.33%) did not respond to this question.
Seven

(77.78%) of the peers reported group supervision

of .5-5 hours per week.
than 5 hours per week.

None reported it occurs for more
Two (22.22%) did not answer the

question on group supervision.

Volunteer
Eighteen (81.82%) of a possible 22 peers responded in
this category.

Seven (38.39%) reported individual

supervision of .5-5 hours per week. One (5.56%)
individual supervision of 6-10 hours per week.

reported
None

indicated it occupies more than 10 hours per week.

Ten

(55.56%) did not respond to this question regarding
individual supervision.
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Eight

(44.44%) of the peers in this category reported

group supervision of .5-5 hours per week.

None reported

supervision as a group requires more than 5 hours per week.
Ten (55.56%) did not answer the question.

Stipend
Six (75.00%) of the possible eight peers who work in
programs offering only a stipend responded.

None of these

peers reported receiving any individual supervision.

One

(16.67%) reported group evaluation occurs for .5-5 hours per
week, and one (16.67%)
week.

reported it occurs for 6-10 hours per

None reported group supervision of more than 10 hours

per week.

Four (66.67%) did not answer the question.

Other
As a group in the "Other" category, there are 25
(89.29%) of a possible 28 peer respondents.

Fourteen

(56.00%) reported individual supervision of .5-5 hours per
week, and six (24.00%)
10 hours per week.

reported individual supervision of 6-

None reported individual supervision of

more than 10 hours per week.

Five (20.00%) did not respond

to this question.
Fifteen (60.00%) peers in this category indicated they
receive group supervision for .5-5 hours per week.

None
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reported group supervision of more than 5 hours per week.
Ten (40.00%) of these peers did not respond to the question.

Breakdown of "Other" Category:
Other - Volunteer plus Recognition
Four (66.67%) of a possible six peers responded from
programs in which peers work as volunteers and also receive
recognition.

Two

(50.00%) of the peers reported individual

supervision of .5-5 hours per week.

No one reported

individual supervision of more than five hours per week.
Two

(50.00%) did not answer this question.
Two (50.00%) peers reported group supervision of .5-5

hours per week.

None reported group supervision of more

than 5 hours per week.

Two (50.00%) did not respond to the

question regarding group supervision.

Other - Wage plus Recognition
Eleven (91.67%) of a possible 12 peers in programs
offering a wage plus recognition responded.

Three

(27.27%)

of the peers are supervised individually for .5-5 hours per
week.

Six (54.55%) peers are supervised individually 6-10

hours per week.

No one reported individual supervision of

more than 10 hours per week.

Two (18.18%) did not answer

the question.
Seven (63.64%) peers reported group supervision of .5-5
hours per week.

No one reported group supervision of more
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than 5 hours per week.

Four (36.36%) did not answer the

question.

Other - Wage plus Credit plus Recognition
Four (100%) of a possible four peers in this category
responded.

All four (100%) indicated individual supervision

takes place .5-5 hours per week; thus no supervision of more
than 5 hours per week was reported.
Two

(50.00%) of the peers indicated supervision as a

group occurs for .5-5 hours per week.

No group supervision

of more than 5 hours per week was reported in this category.
Two (50.00%) did not answer the question.

Other - Stipend plus Wage plus Credit and/or Recognition
In the "Other" category,

five

(100%) of the peers who

receive a stipend plus wage plus credit and/or recognition
responded.

All five

(100%) stated that individual

supervision is conducted for .5-5 hours per week; thus no
individual supervision of more than 5 hours per week was
reported.
All five

(100%) peers also indicated that group

supervision is conducted .5-5 hours per week.

There were no

reports of group supervision occurring for more than 5 hours
per week.
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TABLE 24
Frequency of Individual Supervision
(Peer Paraprofessionals' Responses by Method of Reimbursement)

INDIVIDUAL
SUPER
VISION

$5.00/HR
OR LESS
N=30

MORE THAN
$5.00/HR
N=23

COURSE
CREDIT
N=9

VOLUNTEER

STIPEND

OTHER

N=18

N=6

N=25

.5-5
HOURS/WEEK

36.67%

(11)

39.13%

(9)

44.44%

(4)

38.89%

(7)

0

56.00% (14)

6-10
HOURS/WEEK

20.00%

(6)

8.70%

(2)

22.22%

(2)

5.56%

(1)

0

24.00%

11-15
HOURS/WEEK

6.67%

(2)

0

>15
HOURS/WEEK

0

NO
RESPONSE

36.67%

(11)

0

0

0

0

0

0

0

4.35%

(1)

0

47.83%

(11)

33.33%

(3)

55.56%

(10)

100%

(6)

20.00%

(6)

(5)
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TABLE 25
Frequency of Group Supervision
(Peer Paraprofessionals' Responses by Method of Reimbursement)

GROUP
SUPER
VISION

$5.00/HR
OR LESS
N=30

MORE THAN
$5.00/HR
N=23

COURSE
CREDIT
N=9

VOLUNTEER

STIPEND

OTHER

N=18

N=6

N=25

.5-5
HOURS/WEEK

53.33%

6-10
HOURS/WEEK

0

0

0

0

11-15
HOURS/WEEK

0

0

0

0

0

0

>15
HOURS/WEEK

0

0

0

0

0

0

NO
RESPONSE

46.67%

(16)

(14)

34.78%

65.22%

(8)

(15)

77.78%

22.22%

(7)

(2)

44.44%

55.56%

(8)

(10)

16.67%

(1)

60.00%

16.67%

(1)

0

66.67%

(4)

40.00%

(15)

(10)

C.

WHAT, IF ANY, BEARING DO THESE EVALUATIONS HAVE ON
RENEWAL OR TERMINATION OF THE PARAPROFESSIONAL ROLE?

$5.00/hour or less
Seven

(23.33%) of the 30 peers in this group said that

renewal of their paraprofessional role is contingent upon
results of a final evaluation; eleven (36.67%) said it is
not; twelve

(40.00%) did not respond to the question.

More than $5.00/hour
Two

(8.70%) peers indicated renewal is contingent on

results of the final evaluation; seven (30.43%) indicated
that renewal is not contingent upon results of the final
evaluation; fourteen (60.87%) did not respond to the
question.

Course Credit
None of the peers in this category said renewal is
contingent on a final evaluation.

Four (44.44%) of the nine

indicated it is not contingent on a final evaluation, and
five (55.56%) did not respond to the question.

Volunteer
One

(5.56%) of the 18 peers in this group indicated

renewal is contingent on the final evaluation; four
said it is not, and 13

(22.22%)

(72.22%) did not respond to the

question.
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Stipend
No peers in this category indicated that renewal of
their role is contingent on results of a final evaluation;
two (33.33%) peers indicated that renewal is not contingent
on their final evaluation; four (66.67%) did not respond to
the question.

Other
Of the 25 peers in this category, 5 (20.00%) responded
"YES," indicating that renewal is contingent on a
satisfactory final evaluation, and 4 (16.00%) responded
"NO," indicating it is not contingent on the evaluation.
Sixteen (64.00%) did not respond to the question.

Breakdown of "Other" Category:
Other - Volunteer plus Recognition
One

(25.00%) of the four peers in this category

indicated role renewal depends on satisfactory results of a
final evaluation; none said that renewal is not contingent
on the final evaluation, but three

(75.00%) peers did not

respond to the question.

Other - Wage plus Recognition
Three

(27.27%) of the 11 peers responded "YES,"

indicating renewal of their role is contingent on results of
the final evaluation; two (18.18%) responded "NO,"
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TABLE 26
"Is Continuation of the Paraprofessional Role
Contingent upon Results of Final Evaluation?"
(Peer Paraprofessionals' Responses by Method of Reimbursement)

$5.00/HR
OR LESS
N=30

MORE THAN
$5.00/HR
N=23

COURSE
CREDIT
N=9

YES

23.33

(7)

8.70%

(2)

0

NO

36.67%

(11)

30.43%

(7)

44.44%

NO
RESPONSE

40.00%

(12)

60.87%

(14)

55.56%

VOLUNTEER

STIPEND

OTHER

N=18

N=6

N=25

5.56%

(1)

0

(4)

22.22%

(4)

33.33%

(5)

72.22%

(13)

66.67%

20.00%

(5)

(2)

16.00%

(4)

(4)

64.00%

(16)
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indicating it is not contingent on the final evaluation.
Six (54.55%) peers did not respond to this question.

Other - Wage plus Credit plus Recognition
One (25.00%) of the four peers in this categoryresponded "YES," indicating renewal of the paraprofessional
role is contingent on the final evaluation; one (25.00%)
responded "NO," indicating it is not contingent on the
evaluation; two (50.00%) did not respond to the question.

Other - Stipend plus Wage, Credit, and/or Recognition
All six of the peers in this group (100%) neglected to
answer this question.

3.

IS REIMBURSEMENT OFFERED, AND, IF SO, IN WHAT FORM
(e.g., COURSE CREDIT, SALARY, OTHER)?
This research question is not applicable in this

section as research questions #1 and #2 were analyzed
according to type of reimbursement.
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CHAPTER 5
SUMMARY AND CONCLUSIONS

PART I
RESPONSES OF ENTIRE SAMPLE COMPARED WITH GUIDELINES PROPOSED
BY ENDER. SCHUETTE. AND NEUBERGER (1984)
It was hypothesized that many of the guidelines set
forth by Ender, Schuette, and Neuberger (1984) are being
implemented informally, particularly in relation to issues
of compensation.

Data indicate that this hypothesis is

correct, most notably for compensation and, to a somewhat
lesser extent,

training content.

Evaluation is the weakest

of the three areas in terms of adherence to proposed
standards.

TRAINING
Results from the sample as a whole show that the
majority of proposed guidelines regarding minimum training
content are being implemented.

Of the subject areas

suggested by Ender, Schuette, and Neuberger (1984), most are
included in training in the majority of programs.

Support

skills and communication are overwhelmingly included (93.94%
of supervisors; 90.40% of peers).

However, student or human

77
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development theory is not widely addressed (31.82% of
supervisors; 34.40% of peers).

EVALUATION
Discrepancies in reports of use of written job
descriptions and general awareness of standards of
evaluation suggest confusion in programs, particularly
regarding evaluation as it relates to renewal of the
paraprofessional role.

Thus, guidelines in this area are

not fully implemented.

Evaluation methods are not practiced

by a majority of programs, and methods of evaluation are not
completely clear to the peer respondents in this survey.
Ender, Schuette, and Neuberger's

(1984) guidelines

suggest use of clearly defined objectives, which written job
descriptions include, because confusion regarding
evaluations exists when expectations of the paraprofessional
role are not clearly delineated.

The proposed standard

reads "A clear statement of evaluation criteria should be
written and distributed to all paraprofessional staff
members.

They should know how, when, and by what criteria

they will be evaluated"

(Ender et al., 1984, pp. 104-105).

While only a small percentage of peers, 4.80%

(six peers),

"do not know" how they are evaluated, a slightly larger
percentage,

7.20%

(nine peers), reported "no evaluation,"

despite the fact that only 1.52%

(one) of the supervisors

reported "no evaluation" is used.
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Furthermore, according to supervisors, the standard of
providing written criteria for evaluation, such as in the
form of a written job description,
than half

(46.97%) of the programs.

(60.00%) and approximately half

is implemented in less
The majority of peers

(46.97%) of the supervisors

indicated peers are not provided with a written job
description.

Based on responses to the current survey,

indications are that peers are as likely not to receive a
written statement of evaluation criteria (assuming it is in
the form of a job description) as they are to receive one.
Written job descriptions may be a means of clarifying
expectations of paraprofessional performance and the
criteria on which the paraprofessionals are evaluated.
Peers' responses in this section indicate that such clarity
regarding expectations and evaluation criteria may be
lacking.

Nevertheless,

it is possible that this proposed

standard is being met by written statements of evaluation
criteria in a form other than that of written job
descriptions.
Ender, Schuette, and Neuberger

(1984) suggest that

informal evaluations occur continuously and that formal
evaluations occur at least twice per year.
evaluation sessions

"Informal

(formative) between supervisors and

paraprofessionals should take place on a continuous basis"
(p. 105) .

The data indicate that the largest percentage of

supervisors and peers conduct supervision on a weekly basis
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for .5-5 hours

(individual supervision:

45.45% of

supervisors & 39.20% of peers; group supervision:
supervisors & 52.00% of peers).

56.06% of

Between individual and

group supervision, respondents do adhere to the
recommendation for continuous informal evaluation, with
slightly more supervision occurring on a group basis.
"Evaluation should take place at least twice during
each academic year.

The second of these evaluations should

determine whether or not a paraprofessional should be
continued on the staff for the following academic year"
(Ender et al., 1984, pp. 104-105).
formal evaluation.

This statement refers to

While more supervisors said renewal of

the paraprofessional role is contingent on results of a
final evaluation than said that it is not
24.24%),

(39.39% to

it is still less than half who do base role renewal

on the final evaluation.

More peers indicated the opposite.

Slightly more than fourteen percent said renewal is
contingent on evaluation and 26.40% said it is not
contingent on evaluation.

However, 59.20% of the peers did

not answer the question, which could indicate that they do
not know whether or not renewal of their role is contingent
on a successful final evaluation.
Based on supervisors'

responses, the proposed

guidelines regarding evaluation and renewal of the
paraprofessional role are being implemented in less than
half of the programs

(39.39%), and, based on peers'
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responses,

in less than one-quarter (14.40%)

of the

programs.

Considering these survey results, none of

guidelines

regarding evaluation are widely implemented,

the

although informal evaluation (formative supervision) occurs
more consistently than does formal evaluation upon which
role renewal is contingent.

REIMBURSEMENT/COMPENSATION
Finally, the proposed standards state "student
paraprofessionals must be rewarded for their services as
would anyone working in a service area"
p. 103).

(Ender et al., 1984,

Sixty-five of the 66 supervisors responded

regarding reimbursement.

All indicated that their programs

reimburse/compensate peer paraprofessionals for their
services.

Thus,

this is the area which most

the proposed recommendations.

closely matches

Methods of compensation,

according to supervisors' responses, are reported in Table
27 in descending order of frequency.
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TABLE 27 - Rankings of Methods of Compensation
N=66
n
WAGE
"OTHER"
VOLUNTEER
COURSE CREDIT
STIPEND

% of N
46.97
21.21
16.67
7.58
6.06

31
14
11
5
4

By subgroup of wage and "other" categories:
18
$5.00/HR OR LESS
13
MORE THAN $5.00/HR
WAGE + RECOGNITION
6
3
VOLUNTEER + RECOGNITION
STIPEND + WAGE +
3
CREDIT &/0R RECOGNITION
WAGE + CREDIT +
2
RECOGNITION
Almost one-half

27.27
19.70
9.09
4.55
4.55
3.03

(46.97%) of the supervisors indicated

peers are paid an hourly wage.

The next largest category,

with 21.21% of the responding supervisors,

is the "Other"

category which includes combinations of various forms of
reimbursement.

The third largest group, with 16.67% of

supervisors responding, consists of programs whose peers
work on a volunteer basis.

The guidelines indicate that

having peers work on a volunteer basis is acceptable when
their service is accompanied by some form of recognition;
however, offering a wage, course credit, or stipend is
preferable

(Ender et al., 1984).

Guidelines further suggest

recognizing peers formally if they work as volunteers, yet
16.67% of supervisors reported their paraprofessionals work
as volunteers and only 4.55% indicated they worked as
volunteers and also received additional recognition of some
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form.

Therefore present findings do not indicate that the

majority of peers who serve as volunteers are also
recognized formally.

It is possible, though, that

supervisors did not report some forms of recognition which
are acknowledged by the proposed standards, such as "award
ceremonies, documentation in permanent files, and
recommendations to future employers"

(Ender et al., 1984, p.

103), but which may occur on an informal basis within their
programs, or which they may not consider to be additional
forms of recognition.

Finally, while the offering of course

credit is recommended as compensation for paraprofessional
training and service

(Ender et al., 1984), only 7.58% of the

supervisors indicated this is done in their programs.

This

could reflect a lack of institutional support or recognition
of the educational value of paraprofessional programs.
In sum, proposed standards are being implemented more
fully in this area than they are for training or evaluation.
Nevertheless,

further investigation is needed to determine

to what extent volunteers are receiving additional
recognition for their services.
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PART II
COMPARISON OF RESULTS OF PRESENT SURVEY WITH
RESULTS OF MCKENZIE & MANOOGIAN-O'DELL SURVEY (1988)
As the McKenzie and Manoogian-O'Dell

(1988) study did

not survey peer paraprofessionals, discussion in this
section is limited to comparison of supervisors'

responses

from the two surveys.

TRAINING
Inclusion of the following five topics in
paraprofessional training was examined by both the McKenzie
and Manoogian-O'Dell
communication,

(1988) study and the current study:

career development theory, goal setting,

student development theory, and appreciation of differences
(multicultural relations).
responses

(by percentages)

The ranking of frequency of
for each subject is depicted in

Table 28 (next page).
The rank ordering of inclusion of these subjects in
training has not changed since the earlier study with the
exception of "appreciation of differences"
relations).

(multicultural

The increased reports of this particular topic

in the present study may be due to the cultural changes in
society and in campus environments since the McKenzie and
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Manoogian-O'Dell study was conducted in 1986.

Increasingly

diverse student

populations and the associated rise in

interest in and

sensitivity to multicultural issues may be

reflected in expanded inclusion of this subject in
paraprofessional training.

Nevertheless, while reports of

inclusion of this subject have increased, its ranking
relative to the

other seven subjects in the present study

remains low (Refer to Table

1.)

TABLE 28 - Comparison of Subject Rankings (McKenzie &
Manoogian-O'Dell Study and Present Study)
MCKENZIE &
MANOOGIAN-0'DELL
STUDY
(N=161)

PRESENT
STUDY

COMMUNICATION

77.90%

93 .94%

CAREER DEVELOPMENT
THEORY

65.00%

68.18%

GOAL SETTING

36.80%

45 .45%

APPRECIATION OF
DIFFERENCES
36.10%
(multicultural relations)

66.67%

STUDENT DEVELOPMENT
THEORY

24.50%

(N=66)

31.82%

EVALUATION
On the subject of evaluation McKenzie and ManoogianO'Dell

(1988) report that 8.50%

(14) of the supervisors

indicated "no form of student performance evaluation" is
used

(p. 15).

However, this was reported by only 1.52%
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of the supervisors in the present study, an encouraging sign
that performance evaluations are more widely conducted today
in some form.

McKenzie and Manoogian-O'Dell further

addressed the topic of paraprofessional evaluation in career
services by examining forms of evaluation (written, exit
interview, etc.).

They report 26 (15.90%) of their

respondents use periodic interviews, final written
evaluations, and exit interviews.

Forty-six (28.40%) of

their respondents use individual interviews with peers on a
periodic basis.

However, their summaries do not provide

specific information regarding frequency of supervision or
use of written job descriptions prior to and in conjunction
with evaluations; therefore,

supervisors' responses in these

areas cannot be compared between the two studies.

REIMBURS EMENT/COMPENSATION
Means of reimbursement/compensation for
paraprofessional services were reported by the two studies
as depicted in Table 29

(next page).

With the exception of

the "Other" category, the relative order remains the same
between the two studies.

The "Other" category is not

clearly defined by the McKenzie and Manoogian-O'Dell study,
however the researchers state from their findings that,
a few isolated incidences,

combinations of the above

of compensation] were offered"

"in

[means

(1998, p. 15); they do not

specify the composition of these combination methods of
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compensation.

In the present study 21.21%

(14) of the

responses fall in the "Other" category, offering
combinations of different types of compensation.

Obviously,

without numbers from the earlier study to define "a few
isolated incidences," no firm comparison is possible;
nevertheless, the present study considers its 21.21% of
programs in the "Other" category to be more than "a few
isolated incidences" of combined means of reimbursement.

TABLE 29 - Comparison of Compensation Methods (McKenzie &
Manoogian-O'Dell Study and Present Study)

WAGE
VOLUNTEER
CREDIT
STIPEND
OTHER

As mentioned,

MCKENZIE &
MANOOGIAN-0'DELL
STUDY
(N-161)

PRESENT
STUDY

64.40%
24.50%
21.40%
9 .20%
4.90%

46.97%
16.67%
7.58%
6.06%
21.21%

(N=66)

the "Other" category may have been

defined differently between the two studies and may be more
inclusive in the present work, resulting in higher numbers.
Additionally,

career services centers may have increased use

of combinations of reimbursement/compensation methods in
response to budgetary and other restraints invoked in the
late 1980s.

For instance, programs may have more volunteer

paraprofessionals who also receive formal recognition.
However, the largest subgroup of the "Other" category is
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that of wage plus recognition.

This information, with the

high percentage of those who offer a wage alone,

indicates

that wage remains the most frequently used means of
compensating paraprofessionals for their services.

The most

significant decrease since the earlier study is in the
offering of course credit.

DISSOLUTION OF PROGRAMS SINCE 1986
The present work speculated that most paraprofessional
programs reported to exist by the McKenzie and ManoogianO'Dell

(1988) study are still in existence, and, if they are

not, that financial restrictions or lack of adequate support
from the campus environment/administration (e.g., lack of
student interest, lack of return on time/financial
investment) were probably responsible for their demise.
According to comments from supervisors who report they do
not have active paraprofessional programs, this speculation
is only partially accurate.
Fewer paraprofessional programs were reported to be in
existence at the time of the present study than were
reported during the McKenzie and Manoogian-O'Dell
study conducted in 1986.

(1988)

In the present study, fifty

(43.10%) of the 116 responding supervisors indicated they do
not have peer paraprofessional programs in career services,
yet all of the 161 programs surveyed in the present study
were reported in the 1986 survey by McKenzie and Manoogian-
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O'Dell

(1988) as having practicing peer paraprofessional

programs at that time.

Assuming responses of both studies

are accurate, there has been a sizable decline in the number
of active programs between 1986 and 1992.
Of the 50 supervisors in the present study who do not
have paraprofessional programs,

36 (72.00%) supplied

comments regarding the absence of peer paraprofessional
programs in their career services centers.

Seven (19.44%)

of these 36 indicated that, to their knowledge,

their

institution never had an undergraduate peer paraprofessional
program in career services.

Perhaps the respondents to the

McKenzie and Manoogian-O'Dell survey did not base their
answers exclusively on the defined group of undergraduate
paraprofessionals.

Supervisors may have based responses on

programs which included graduate students, work-study
students, and other student clerical help.

Another

possibility is that programs disbanded and subsequent staff
turnover and inaccurate records reduced awareness of prior
existence of programs.

Either of these reasons would

account for some of the programs reported to be in existence
in 1986 of which supervisors in 1992 had no knowledge.
Additional comments from supervisors in the present
study illuminate reasons for dissolution of programs in the
late 1980s.

Several supervisors cited more than one

influencing factor.

Eleven (39.56%) attributed program

dissolution to lack of staff time and/or lack of experienced
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professional staff to train and supervisor peer
paraprofessionals.

Nine

(25.00%) of the 36 cited lack of

funds and/or budget cuts as the reason for discontinuing
peer programs.

Five

(13.89%) said their offices and/or

utilization of students' services were restructured.

Three

(8.33%) stated they prefer to use professional staff.
(5.56%) did not know why the program was dissolved.

Two
Two

(5.56%) mentioned poor student/client response to the
program.

One

(2.78%) described the paraprofessional program

as inefficient, and one

(2.78%) cited lack of space as the

reason for discontinuing the program.

Nine

(25.00%) of the

36 would consider adding or reinstating a paraprofessional
program in the future.
In sum, the primary reason for dissolution of programs
was reported as lack of staff time and/or lack of
experienced staff to train and supervise paraprofessionals.
The second most frequently cited reason was lack of funds
and/or budget cuts.

Thus the present study's hypothesis is

accurate in regards to these two areas.

However, poor

student/client response and viewing the paraprofessional
programs as "inefficient" were cited much less frequently as
reasons for discontinuing programs.
that budget-related issues

It seems, therefore,

(lack of staff/time,

lack of

funds) have more bearing on existence of peer
paraprofessional programs in career services than do issues
related to a non-supportive campus environment.
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The timing of dissolution of paraprofessional programs
is revealing.

Eleven (30.56%) of the 36 supervisors who

commented on the dissolution of their programs provided
dates of when programs were dissolved.

All indicated their

programs were discontinued within the five year time span
between 1986 and 1991, with six of these being discontinued
in the years 1987 and 1990 alone.

The trend of using

paraprofessionals, which grew in the 1970s and early 1980s
as indicated by the research popularity of the subject
during that period, appears to have declined in the late
1980s, a period which introduced sizable budget cuts in
higher education.

Decline in popularity of paraprofessional

programs in career services is reportedly due in large part
to time, staff, and budget restraints, and the former two
problems

(limited time and staff) are directly related to

issues of budget/funding availability.
It was also speculated, based on conclusions from the
McKenzie and Manoogian-O'Dell
schools

(1988) work, that smaller

(defined for this study as those with student

populations of less than 5,000 undergraduates) having less
staff and fewer resources may use peers more than do larger
schools.

The McKenzie and Manoogian-O'Dell study did not

provide a breakdown by size of institution and, therefore,
no comparison to that earlier study is possible in this
area.

However, in the present study, 51.52% of responding

supervisors with paraprofessional programs are from
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institutions of less than 5,000 undergraduates.
Institutions of 5,000-14,999 undergraduates had a supervisor
response rate of 19.70%, and institutions of 15,000 or more
undergraduates had a supervisor response rate of 13.64%.
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PART III
COMPARISON OF RESPONSES OF SPPERVISORS
VERSUS PEERS FROM ENTIRE SAMPLE

TRAINING
Several discrepancies are evident in reports of
supervisors and reports of peers when examining responses
regarding subjects included in paraprofessional training.
Subject rankings according to supervisors and peer
paraprofessionals are listed in Table 30 (next page), with
number one the most frequently reported and number eight the
least frequently reported as being included in training.
Both supervisors and peers rated support skills and
communication as the most frequently taught subjects in
paraprofessional training.

Both groups also had fewer

reports of student or human development theory being taught
in training, and both agreed in their relative ranking of
career development theory.

However, the relative rankings

of the other five subject areas vary greatly.
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TABLE 30 - Ranking of Subjects Included in Training

SUPERVISORS'
RANKING

PEERS'
RANKING

Support Skills &
Communication

1

1

Limits of the
Paraprofessional
Role

2 (tied)

5

Confidentiality &
Ethical Issues

2 (tied)

7

Career Development
Theory

4

4

Multicultural
Relations

5

6

Referral Techniques

6

2

Goal Setting

7

3

Student or Human
Development Theory

8

8

"Anticipated" or "expected" reports of peer
paraprofessionals were based on the number of supervisors
who report a given response, the assumption that two peers
responded per program supervisor, and the assumption that
peers and supervisors from the same program would report
similarly about their program.

In order to preserve

confidentiality of responses, no formal matching of
supervisors and peers was attempted.
Fewer peers than anticipated reported the following
topics as being taught in paraprofessional training:
"multicultural relations"

(16.80% fewer peers than expected
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reported learning about this); "career development theory"
(12.00% less than expected reported this as a training
topic); and "support skills and communication"

(8.80% less

than expected reported it).
Particularly interesting is that peers reported they
learn about goal setting and referral techniques in higher
percentages than supervisors reported these topics are being
taught.

Specifically,

16.80% more peers than expected

reported learning about "goal setting."

One possible

explanation for this is that peers learn informally about
setting goals through their paraprofessional training and
experience even though the supervisors do not in all cases
report "goal setting" as a formal training topic.
In contrast to peer reports, supervisors reported that
limits of the paraprofessional role and confidentiality and
ethical issues are being taught more than peers reported
that they learn these subjects in their training.

Twenty-

four percent fewer peers than anticipated actually reported
learning about "limits of the paraprofessional role."

The

peers' reports which rank referral techniques much higher
than limits of the paraprofessional role are worthy of note.
Individuals need to know their limits in order to assess the
need for referral.

However, peers apparently perceive that

they are instructed less in role limits than in referral
techniques.
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The low ranking by peers of confidentiality and ethical
issues also creates concern, because, while supervisors
reported this as the second most frequently taught subject,
peers ranked it next to last.

Specifically, 28.80% fewer

peers than expected reported studying confidentiality and
ethical issues in training.
These training topics are critical in order to maintain
the effectiveness and credibility of paraprofessional
services, yet peers' perceptions are that they are not
instructed in these issues.

Certainly it is possible that

supervisors over-report the frequency of inclusion of these
subjects in the paraprofessional training.

If supervisors

are indeed teaching these subjects in the numbers reported,
and peers do not report learning about them, then it follows
that the method of instruction for these subjects is
probably ineffective.

Lenihan and Kirk (1990) argue that

there is a need for more training regarding ethical issues
such as confidentiality.

Responses of peers from the

present study support this stance.

EVALUATION
There is a range of more than 10.00% between expected
peer reports (1.60%)

[based on supervisors reports] and

actual peer reports

(14.06%) that "no evaluation" occurs.

Furthermore, 13.60% fewer than expected peers say they
receive a written job description and 10.40% more than
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expected say they do not, indicating that peers' perceptions
of the use of written job descriptions differ considerably
from supervisors' perceptions of the use of written job
descriptions.
There are several possible explanations for why
supervisors and peers disagree in their reports of usage of
written job descriptions.

First, peers may not recognize

written job descriptions as such, may forget that they
received them, or may inaccurately report that they never
received them.

Second, supervisors may assume peers

understand job descriptions and recognize them as such when
they do not, supervisors may use the documents personally
but not share them with the peers, or they may over-report
their use.
In general, peers reported less supervision than did
supervisors except in the category of 6-10 hours per week of
individual supervision.

Most notable is the discrepancy in

the number of peers and supervisors who reported that
continuation of the paraprofessional role is contingent on
results of a final evaluation.

Comparable percentages of

supervisors and peers reported renewal of the
paraprofessional role is not contingent on results of a
final evaluation, but rates differ regarding reports that
role renewal is contingent on results of the final
evaluation, with fewer peers than supervisors indicating in
the affirmative.

Considerably fewer peers than supervisors
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responded to the question, which may indicate that peers do
not know or are confused over the issue.

It is possible

that renewal is contingent on the evaluation and that
supervisors are not alerting peer paraprofessionals to this
fact.

Nevertheless,

in light of these responses, it is

clear that peers do not share the supervisors'

impressions

or do not have a clear understanding of the impact of the
final evaluation on renewal of the paraprofessional role.
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PART IV
COMPARISON OF DATA BY INSTITUTIONAL SIZE

TRAINING
Across institutional sizes, both supervisors and peers
reported the most frequently included topic is communication
and support skills and the least frequently included topic
is student or human development theory.

However, rankings

among the other seven subject areas do not all agree as
reported by peers and supervisors.

Table 31 (next page)

illustrates the discrepancies in supervisor and peer reports
based on institutional size.
Supervisors and peers from small institutions (less
than 5,000 students)

reported the subjects of limits of the

paraprofessional role, confidentiality and ethical issues,
and career development theory as being included in training
at higher rates than did supervisors and peers from
institutions of 5,000 or more students.

However, on four of

the five remaining subjects, supervisors from large
institutions

(15,000 or more students) reported in higher

percentages that they teach these subjects in training than
do supervisors from smaller institutions.
supervisors'

Based on

reports, small institutions and large
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institutions have more inclusive training when it comes to
subject matter than do mid-sized institutions

(with

supervisors from small and large institutions each reporting
the highest percentages in four of the eight categories).

TABLE 31 - Discrepancies of Supervisor and Peer Reports of
Subject Inclusion in Training Based on Size of
Institution
SMALL
<5,000
STUDENT/HXJMAN DEV.
THEORY

S
P

S

P

S

S/P

REFERRAL TECHNIQUES
CONFIDENTIALITY &
ETHICAL ISSUES

S/P

COMMUNICATION &
SUPPORT SKILLS

S

GOAL SETTING

P

CAREER DEVELOPMENT
THEORY

S/P

S = Supervisor reports

LARGE
15,000>

P

MULTICULTURAL
RELATIONS
LIMITS OF THE PARA.
ROLE

MEDIUM
5,00014,999

P
S

P = Peer reports
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Peers from large institutions, however, did not report
the highest percentages on any of the training subjects and,
in fact, peers from small institutions
students)

(less than 5,000

reported the highest percentages in five of the

eight subject categories.

The highest percentages in the

other three subject categories are reported by peers from
mid-sized institutions

(5,000-14,999 students).

Therefore,

peers' reports from midsized and especially from smaller
institutions indicate more inclusive training than do peers'
reports from large institutions.

Thus the most consistency

among reports by peers and supervisors comes from
respondents from small

(student population <5,000)

institutions, which comprise 51.00% of the responding
institutions.

EVALUATION
None of the supervisors said they "do not know" on what
basis peers are evaluated and only one
mid-sized institutions

(10.00%)

(5,000-14,999 students)

from the
said no

evaluation is used, indicating that, in general, supervisors
across groups believe they have evaluation procedures in
place and have an understanding of what these procedures
consist.

A notable difference exists, though, between these

reports and reports of peers.

Responses of "do not know" to

the question on methods of evaluation came from 7.69% of
peers from large institutions, 13.33% of peers from mid-
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sized schools, and 11.76% of peers from small schools.
Additionally, 7.69% of peers from large institutions and
5.88% of peers from small institutions said no evaluation is
used.

The higher reports among peers than among

supervisors, particularly of "do not know" responses,
indicate a confusion on the part of peer paraprofessionals
regarding how and on what basis they are evaluated.

This is

especially true for peers at mid-sized and smaller
institutions.
Supervisors from colleges or universities of 5,00014,999 undergraduates reported a larger percentage of use of
written job descriptions than did supervisors from the other
two groups.

The lowest number of reports came from

supervisors from small schools

(<5,000 students).

Comparable results were reported by peers.
Smaller and mid-sized institutions rely on individual
and group supervision almost equally but institutions of
15,000 or more undergraduates use group supervision of peer
paraprofessionals more than individual supervision (77.78%
group to 22.22% individual), according to supervisors.
Peers indicated the same trend with the larger (15,000 or
more students)

institutions relying more on group

supervision than the smaller institutions and more than they
rely on individual supervision (75.00% group to 43.75%
individual).

Group supervision may be a time saving tactic

for large institutions, particularly if they have large
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paraprofessional programs and a small staff to supervise
them.

Across institutional size, the majority of both

individual and group supervision reported by both
supervisors and peers occurs for a period of .5-5 hours per
week.
Supervisors' distribution of "YES" and "NO" responses
regarding evaluations' bearing on renewal of the
paraprofessional role are approximately equivalent for
institutions of 5,000-14,999 students and also for
institutions of 15,000 or more students.

However, more than

twice as many supervisors from institutions of less than
5,000 students indicated role renewal is contingent on
results of a final evaluation than report that this is not
the case

(47.05% "YES" to 20.59% "NO").

Among peers in all three groups, more said renewal of
their role is not contingent than said it is.

Both those

from institutions of less than 5,000 students and those from
institutions of 5,000-14,999 students showed larger
discrepancies between their "YES" and "NO" responses than do
peers from institutions of 15,000 or more students.

REIMBURS EMENT/COMPENSATION
Wage is the most popular method of reimbursement among
programs across all of the institutional size groups.

Most

frequently used wages are $5.00 per hour or less by programs
at small and mid-sized institutions; and more than $5.00 per
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hour at large institutions.

The smallest percentage of

programs offering course credit are those from small
institutions and the largest are from mid-sized
institutions.

A greater percentage of paraprofessionals in

mid-sized institutions than in small or large institutions
work as volunteers.

The "Other" category was least used by

programs at mid-sized institutions and was most used at
large institutions.
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PART V
COMPARISON OF PEERS ' RESPONSES BY MEANS AMD RATE
OF REIMBURSEMENT/COMPENSATION

TRAINING
Peers' reports of what is taught in training vary most
with means of reimbursement/compensation on four of the
eight training subjects.

The largest discrepancies among

reporting rates exist on the training subjects of referral
techniques,

confidentiality and ethical issues, goal

setting, and career development theory.

Across all

compensation groups, support skills and communication were
reported in high percentages

(86.67% and higher) as being

taught in their paraprofessional training.

Student or human

development theory was reported in the lowest percentages
(50.00% and lower) regardless of means or rate of
reimbursement.

EVALUATION
The highest percentage

(16.67%) of peers indicating

they "do not know" the content and procedures for their
evaluations is found among those paraprofessionals who work
on a volunteer basis.

Perhaps less emphasis is placed on
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evaluating their performance precisely because there is less
of an investment on the institution's part since the peers
volunteer their time and services.

A larger percentage

(36.67%) of peers who are paid $5.00 per hour or less report
receiving no evaluation of their paraprofessional
performance than do peers from the other compensation
categories.
The "Other" category (48.00%) and the $5.00 per hour or
less category (46.67%) had the highest percentages of peers
who indicated they do receive written job descriptions.
More than 50.00% of peers in all of the compensation groups
except the "Other" group indicated that they do not receive
written job descriptions.

This information indicates that

those who are compensated in the "Other" category and those
who are paid $5.00 per hour or less are more likely to
receive written job descriptions than peers from the
remaining groups, yet within these two categories peers are
about as likely not to receive written job descriptions as
they are to receive them.

Across other reimbursement

categories, peers are more likely not to receive them.

Thus

receipt of written job descriptions, or peers' perceptions
of uses of written job descriptions, does vary according to
method of reimbursement.
Consistently across groups,

.5-5 hours per week was the

frequency most reported for individual supervision, although
those receiving "Other" forms of compensation, those given
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course credit, and those working for $5.00 per hour or less
did indicate from 20.00% to 24.00% are supervised
individually for 6-10 hours per week.

None of the peers who

receive a stipend reported having any individual
supervision.
Group supervision was reported almost exclusively as
being .5-5 hours per week by all groups, with the exception
that 16.67%

(1) of those peers receiving a stipend indicated

group supervision occurs 6-10 hours per week.

A higher

percentage of those given course credit indicated group
supervision of .5-5 hours per week than did peers from any
other group; it is possible they included their time in
class in their reports of supervisory time.
More than 20.00% of each group did not respond to
either the question of individual supervision or group
supervision.

This may indicate that they do not know how

frequently they are supervised, implying a lack of
communication between supervisors and peers regarding this
issue.
The highest percentages reporting that continuation of
the paraprofessional role is contingent upon results of a
final evaluation were reported by peers in the $5.00 per
hour or less category and by those in the "Other" category.
The highest percentages of those indicating renewal is not
contingent on a final evaluation was reported by those
receiving course credit.

The latter could be due to
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programs offering course credit having a finite period of
service (e.g., one semester, one academic year, etc.) and
not offering the option of renewing the role after that
time.

At least forty percent of peers in all of these

groups did not respond to this question, indicating that,
regardless of means of compensation, many peers do not know
how evaluation results affect renewal or continuation of
their paraprofessional role.
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PART VI
RECOMMENDATIONS FOR CHANGE
Based on Ender, Schuette, and Neuberger's

(1984)

guidelines and on the results of the present study, the
following suggestions are proposed to strengthen
paraprofessional programs in career services.

TRAINING
1.

Current practice indicates that student or human
development theory is not crucial to all
paraprofessional training.

Therefore, programs need to

evaluate the necessity and usefulness of this subject
on an individual basis in regard to preparing
paraprofessionals for their specific duties.

2.

More extensive or at least more effective training
should be conducted regarding confidentiality and
ethical issues.

Currently, a discrepancy exists

between supervisor and peer perceptions that this topic
is addressed in training, yet these issues are crucial
to any role which involves provision of student
services.
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EVALUATION
1.

Written job descriptions or other contracts outlining
behavioral expectations, objectives, and strategies for
achieving them should be more fully utilized.
Supervisors must ensure that peers receive a copy of
written job descriptions and understand their content,
purpose, and relationship to future evaluations.

2.

A policy that renewal of the paraprofessional role is
contingent upon a satisfactory final evaluation is
advised to ensure periodic formal evaluations and
encourage consistently high performance standards.
This policy should be clearly conveyed to the peer
paraprofessionals from the beginning of their service.

COMPENSATION
1.

Academic credit was recognized as an ideal form of
compensation in the mid 1980s

(Ender et al., 1984).

It

adds credibility to paraprofessional programs,
recognizing their value as a developmental learning
experience.

In today's more traditional academic

environments, however,

it is difficult to implement.

Thus it is suggested that credit be sought only for
those programs whose training is sponsored through an
academic department course format or internship.

The

new "ideal" method of compensation for the 1990s may be
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the combination of elective credit for the training
component with a wage for the service component.

2.

Volunteer paraprofessionals need to be recognized
formally and consistently for their service in
accordance with Ender, Schuette, and Neuberger's

(1984)

proposed standards for paraprofessional programs.
Results of this study leave doubts as to the current
consistency of this practice.
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PART VII
LIMITATIONS OF PRESENT STUDY
Limitations of the present work include the fact that
small schools may have been disproportionately represented
in the original sample which was derived from the work of
McKenzie and Manoogian-O'Dell

(1988) .

The self-selected response rate inherent in the survey
method is also a limitation.

Results are based on self-

reports of respondents which may be biased.
Furthermore,

in the design of the present study,

supervisors were asked to distribute surveys to peers to
increase the likelihood of peers responding.

However, a

limitation associated with this is that supervisors were
allowed to select which paraprofessionals they wanted to
complete the survey.

They may have selected those whom they

believed would respond in a particular way, for instance in
a way consistent with their own responses or portraying the
program in a particular light.
While a definition of who qualifies as peer
paraprofessionals was included in the survey, the
possibility remains that supervisors responded based on
work-study students or interns who do not perform the same
level of responsibility as paraprofessionals.

Therefore,
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the possibility also exists that peer responses include
those from some students,

including undergraduates of a non-

traditional college age and/or graduate students, who do not
qualify as paraprofessionals as defined in this study.
A limitation associated with the data on evaluation is
that some supervisors and peers may consider any contact
between supervisor and peer to be of a
supervisory/evaluative nature and may have based their
responses on this interpretation.

Others may have based

their responses only on meetings specifically designated for
supervision or evaluation.
Finally, wage divisions in the present study may be
misleading when a wage range crosses the defined ranges of
"less than $5.00 per hour" and "$5.00 per hour or more"
(e.g., a range of $4.50 per hour to $5.75 per hour).

When

this occurred in the present study, the lowest figure in the
range was used to determine into which range the response
was placed.

This operated on the assumption that starting

salary was the lowest in the range and that some peers might
never progress into the highest end of the range.
interpreting data regarding compensation,

When

it must be noted

that a few peers may actually be earning more than the data
indicate if they earn in the higher part of a wage range
which crosses the defined ranges.
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PART VIII
RECOMMENDATIONS FOR FUTURE RESEARCH
Future researchers are advised to discern the age and
undergraduate year in school of peer paraprofessional
respondents.

Additionally, they may further separate,

define, and examine components of training, more
specifically differentiating between such items as
confidentiality and ethical issues and communication and
support skills and more clearly defining multicultural
relations.

This will be helpful in arriving at a more

definitive summary of the subjects addressed in
paraprofessional training.
Wage divisions can be more narrowly defined in follow
up surveys.

Delineation of starting wage and wage range, as

well as the average or most frequently occurring wage earned
by peers in each program, is recommended for future surveys.
Follow up studies may also ask peers to report on their
means and rate of compensation to enable comparison of peer
versus supervisor responses in this area.

Researchers are

encouraged to specifically pursue how programs define
"recognition" of peers and how many volunteer
paraprofessionals receive letters of recommendation, award
ceremonies, and similar recognition.
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Follow up studies may also compare institutional size
with paraprofessional program size.

It is of interest to

determine if current findings are related to program size as
well as to institutional size.
Duration and growth of programs since their inception
can be examined more thoroughly.

Particularly in the

current economic environment source,

size, distribution, and

application of budgets for paraprofessional programs in
career services are of interest, and little information is
currently available on these subjects.
The following areas, based on Ender, Schuette, and
Neuberger's

(1984) guidelines, merit further investigation:

awareness of modeling, community support skills, assessment
skills/techniques, study skills/techniques, and knowledge of
campus/community resources.

Detailed examination of

supervisors' and peers' comments, length of training,
methods of training/instruction (e.g. role play, lecture,
observation, etc.), the differences between paraprofessional
programs in public and private and two- and four-year
institutions, type of work performed, and hours worked per
week

(especially as compared to the McKenzie and Manoogian-

O'Dell

(1988) study] are all topics for additional study.

Additionally, correlation between methods of selection and
effectiveness and also between methods and length of
training and effectiveness have not been sufficiently
established through past research.
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Finally, little research has been conducted regarding
formal evaluation of programs. nor has sufficient attention
been paid in the literature to the qualifications of staff
who conduct training and supervision of peer
paraprofessionals

(i.e., Are they familiar with principles

of training and student development?

Are they structuring

their programs based on research and a knowledge base,
etc.?).

Research into any of the above mentioned areas will

add insight into the nature of paraprofessional programs in
the 1990s.
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APPENDIX
CONSENT TO PARTICIPATE IN A RESEARCH STUDY
STUDY ENTITLED:
Peer

Consistency in Training Programs for
Paraprofessionals in Career Services:

Are
Ender's Guidelines Being Met?
CONDUCTED BY:

Melissa J. Whitt
under the direction of Dr. Roger Ries,
dissertation chair

This form is to request your consent to participation a
study which is currently being conducted for my doctoral
program in the School of Education, College of William and
Mary.
The purpose of this study is to examine any change in career
services student paraprofessional programs from the 1980s to
the 1990s.
To participate, merely complete the attached
questionnaire.
Information gathered from this study will not have your name
or your institution's name connected to it and will be held
in the strictest confidence.
Written summary of the data
will not identify individuals or specific institutions in
any way. Names will be assigned code numbers for follow up
purposes only and these coding lists destroyed upon
completion of the study.
By returning the enclosed questionnaire, you indicate your
agreement to participate in the study and to have your
responses (anonymously) included in the data.
If you have questions or concerns about this research please
contact
Melissa J. Whitt
106 Raleigh Street
Williamsburg, VA 23185
(804) 220-1770
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106 Raleigh Street
Williamsburg, VA 23185
October 1, 1992

(Initial Supervisor Letter)

Dear Supervisor:
I am a doctoral student at the College of William and Mary.
For my dissertation I am studying training and structure of
peer paraprofessional programs in career services and changing
trends in the 1990s.
From their 1986 survey, lone McKenzie
and Margaret Manoogian-O'Dell noted your institution as having
a practicing career services paraprofessional program.
Your
response
and
those
of
two
(2)
of
your
peer
paraprofessionals to the enclosed surveys will be most helpful
and appreciated.
Questionnaires take approximately fifteen
minutes to complete and all that is involved is that you
1.

Complete the supervisor's questionnaire
and return it by October 15 in the selfaddressed, stamped envelope provided.

2.

Distribute
the
peer
paraprofessional
letters
to
two
(2)
of your
career
services peer paraprofessionals for them
to
complete
and
return
in
the
accompanying
self-addressed,
stamped
envelopes, also by October 15.

All questionnaires are numerically coded to maintain anonymity
while enabling tracking of response rate and allowing follow
up.
All responses will be kept confidential and coding
information destroyed upon receipt of your response.
If your paraprofessional program is no longer in existence,
please note this and the reason(s) for discontinuing it.
Your participation is important to ensure accurate information
regarding the status of peer paraprofessional programs in the
1990s!
As noted, please return all forms in the envelopes
provided by October 15 or as soon as possible thereafter.
If you have any questions regarding this study, please write
to me at the above address or call (804) 220-1770.
I will be
pleased to provide a summary of results if you desire. Thank
you for your help.
Sincerely,
Melissa J. Whitt, Ed.S.
Enclosures:
questionnaire packets
S.A.S.E. (3)

(1 supervisor, 2 peer)
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106 Raleigh Street
Williamsburg, V A 23185
October 26, 1992

(Supervisor Follow Up
Letter sent with Peer
Follow Up Letter)

Dear Supervisor:
A few weeks ago you received a survey on the use of peer
paraprofessionals in career services and, to date, neither
your response nor those of your paraprofessionals have been
received.
Your
response
and
those
of
two
(2)
of
your
peer
paraprofessionals to the enclosed surveys are essential to
ensure accurate data. Questionnaires take approximately 10-15
minutes to complete and all that is involved is that you
1.

Complete the supervisor's questionnaire and return
it by H n v p m h e r 13
(or as
soon as possible
thereafter) in the self-addressed, stamped envelope
provided.

2.

Distribute the peer paraprofessional packets to two
(2) of your career services peer paraprofessionals
for them to complete and return in the accompanying
self-addressed, stamped envelopes, also by November
13.

All questionnaires are numerically coded to maintain anonymity
while enabling tracking of response rate and allowing follow
up.
All responses will be kept confidential and coding
information destroyed upon receipt of your response.
If your paraprofessional program is no longer in existence,
please note this and the reason(s) for discontinuing it.
If
you have already returned vour crneaH <*>Tm*ires.
please
disregard this request and accept mv thanks for vour
assistance.
Your participation is needed to ensure accurate information
regarding the status of peer paraprofessional programs in the
1990s! Please write me with any questions concerning this
study or call (804) 220-1770.
I will be pleased to provide a
written summary of results from the overall study if you
desire.
Thank you for your help.
Sincerely,
Melissa J. Whitt, Ed.S.
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106 Raleigh Street
Williamsburg, VA 23185
October 26, 1992

(Supervisor Follow Up Only)

Dear Supervisor:
A few weeks ago you received a survey on the use of peer
paraprofessionals in career services and, to date, your
response has not been received.
Your response to the enclosed survey is essential to ensure
accurate data.
Questionnaires take approximately 10-15
minutes to complete and all that is involved is that you
Complete the supervisor's questionnaire and return it by
November 13 (or as soon as possible thereafter) in the selfaddressed, stamped envelope provided.
All questionnaires are numerically coded to maintain anonymity
while enabling tracking of response rate and allowing follow
up.
All responses will be kept confidential and coding
information destroyed upon receipt of your response.
If your paraprofessional program is no longer in existence,
please note this and the reason(s) for discontinuing it. If
you have already returned vour questionnaire, please disregard
this request and accent m v thanks for vour assistance.
Your participation is needed to ensure accurate information
regarding the status of peer paraprofessional programs in the
1990s! Please write me with any questions concerning this
study or call (804) 220-1770.
I will be pleased to provide a
written summary of results from the overall study if you
desire.
Thank you for your help.
Sincerely,

Melissa J. Whitt, Ed.S.
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(Initial Peer Letter)

106 Raleigh Street
Williamsburg, VA 23185
October 1, 1992

Dear Career Peer Paraprofessional:
I am a doctoral student at the College of William and Mary.
For my dissertation I am studying training and structure of
peer paraprofessional programs in career services and changing
trends as we enter the 1990s.
As a "Career Peer" your
perceptions will be very helpful to my research.
At my request, your supervisor has provided you with this
questionnaire. All information provided will be confidential.
Your supervisor will not be informed of your responses nor
will your name be associated with responses in any way.
The
questionnaire takes only about 10-15 minutes to complete.
Please return it directly to me in the enclosed selfaddressed, stamped envelope (S.A.S.E.) by October 1 5 .
Your participation is very important to ensure that the
"Career Peer" perspective is adequately represented.
Please
write me with any questions concerning this study or call
(804) 220-1770.
I will be pleased to provide a written
summary of results from the overall study if you desire.
Thank you for your help.
Sincerely,

Melissa J. Whitt, Ed.S.
Enclosures:

1 peer questionnaire
1 S.A.S.E.
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(Peer Follow Up Letter sent
with Supervisor Follow Up
Letter)

106 Raleigh Street
Williamsburg, VA 23185
October 26, 1992

Dear Career Peer Paraprofessional:
I am a doctoral student at the College of William and Mary.
For my dissertation I am studying training and structure of
peer paraprofessional programs in career services and changing
trends as we enter the 1990s.
As a "Career Peer" your
perceptions are essential to my research.
At my request, your supervisor has provided you with this
questionnaire. All information provided will be confidential.
Any and all identifying information will be destroyed upon
receipt of data. Your supervisor will not be informed of your
responses nor will your name be associated with responses in
any way.
The questionnaire takes only about 10-15 minutes to complete.
Please return it directly to me in the enclosed selfaddressed, stamped envelope (S.A.S.E.) by Wnvpmhpr ig or as
soon as possible thereafter. Your participation is essential
to ensure that the "Career Peer" perspective is adequately
represented. If you have already returned your questionnaire,
please disregard this second request.
Please write me with any questions concerning this study or
call (804) 220-1770.
I will be pleased to provide a written
summary of results from the overall study if you desire.
Thank you for your help.
Sincerely,

Melissa J. Whitt, Ed.S.
Enclosures:

1 peer questionnaire
1 S.A.S.E.
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(Peer Follow Up Only)

106 Raleigh Street
Williamsburg, VA 23185
October 26, 1992

Dear Career Peer Paraprofessional:
A few weeks ago I requested that your supervisor provide you
with a survey to complete regarding your role as a career
services peer paraprofessional. To date, I have not received
all of the peer paraprofessional responses. Your address was
provided only for purposes of this follow up.
Any and all
identifying information will be destroyed upon receipt of
data.
All information provided will be confidential.
Your
supervisor will not be informed of your responses nor will
your name be associated with responses in any way.
The questionnaire takes only about 10-15 minutes to complete.
Please return it directly to me in the enclosed selfaddressed, stamped envelope (S.A.S.E.) by November 13 or as
soon as possible thereafter. Your participation is essential
to ensure that the "Career Peer" perspective is adequately
represented. If you have already returned your questionnaire,
please disregard this second request.
Please write me with any questions concerning this study or
call (804) 220-1770.
I will be pleased to provide a written
summary of results from the overall study if you desire.
Thank you for your help.
Sincerely,

Melissa J. Whitt, Ed.S.
Enclosures:

1 peer questionnaire
1 S.A.S.E.
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